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1980-81 Presidents
AWSCPA

ASWA

Florence Haggis, CPA

Helen J. Nyenhuis, CPA

Florence is a manager with Touche Ross & Co. in the
Executive Office. She has been with Touche for the past
ten years and has been on the audit staff, a member of
professional standards review, and training director for
the New Jersey offices of Touche before moving over to
National Accounting and Auditing in New York. As a
member of the National Accounting and Auditing Staff,
she worked with the Director of Regulatory Agency
Standards (where she revised the SEC Accountants’
Manual published by Commerce Clearing House) and
with the Director of Accounting and Auditing Advisory
Technical Services where she was responsible for
resolving technical inquiries from the field. Presently,
she works with the Executive Director of Quality Control
and is responsible for Quality Assurance Reviews of the
Firm.
Florence graduated from Fairleigh Dickinson Univer
sity (Magna cum laude) and Seton Hall University (Mag
na cum laude) concurrently while raising her five
children. While at FDU, she was a member of Phi Omega
Epsilon and Phi Zeta Kappa Honor Societies. She is a
member of the AICPA and the New Jersey Society of
CPA’s where she is a member of the Practice Review
Committee. She is also on the Board of Directors of
Seton Hall University’s Alumni Association. She has in
structed at Upsala College on a part time basis during
1973 and 1974, and was appointed by former Governor
Cahill to the budget committee of the “Governors Com
mission on Women.”
Florence founded the Northern New Jersey Chapter
#90 of ASWA in 1973 and was President for two years.
She has served on the AWSCPA Board of Directors for
the past five years.
She has Co-authored an article on “Accountants’ In
dependence” for the “CPA Journal” (April 1978 issue)
and has written a chapter in the Touche Ross Account
ants’ Handbook (soon to be published).

While Helen was in high school the Grand Rapids
chapter of ASWA honored the outstanding accounting
student from each high school in the area. As the repre
sentative from her high school she listened to the
speaker and decided to become a CPA. She was
awarded a tuition scholarship to the University of
Michigan from the Grand Rapids Chapter of ASWA.
Helen holds an A.B.degree in Economics from Calvin
College and a M.B.A. in accounting from the University
of Michigan. She has taken post-graduate work at the
University of Miami and U.C.L.A. She is a staff account
ant with Den Braber & Lyzenga in Grand Rapids,
Michigan.
Helen joined the Miami Chapter of ASWA in 1966 and
transferred to the Grand Rapids Chapter in 1968. She
became a CPA in 1969 and joined AWSCPA in 1970. The
Grand Rapids Chapter quickly recognized her interest in
the society by her election as a director in 1969. She
promptly advanced to 2nd vice president, 1st vice presi
dent and president. She also served as general chairper
son of the 1972 All Michigan Day.
Completing her service as an officer of her local
chapter Helen moved to the national level. She was
elected a director in 1974. Her progression to the presi
dency included serving as treasurer, vice president and
president-elect. She also served as editor of the ASWA
Coordinator.
Helen’s memberships in other professional organiza
tions include AICPA and the Michigan Assoc. of CPAs.
She is also active in Quota International and served as
treasurer of the Quota Club of Grand Rapids from 1974 to
1976. She serves on the Allocations and Review Commit
tees of the United Way. She travels extensively —
Europe, the Caribbean and all 50 states.
Helen explains her willingness to devote the time and
energy necessary to serve as national president as “just
paying her dues to ASWA.”
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Women CPAs: Why
Do They Leave
Public Accounting?
A Study By The Chicago Society of
Women CPAs

By Melaine Walkup
and Debra Fenzau

The Chicago Society of Women
CPAs was formed in 1977 to promote
the interests of women in the ac
counting profession.
The Chicago Society of Women
CPAs1 recently surveyed 1,052
women accountants in the Chicago
area regarding their reasons for
leaving public accounting, their at
titudes toward their public account
ing experiences, and their sugges
tions about steps the public account
ing firms could take to alleviate the
problems women encounter in the
profession. A clear pattern emerged
in the relationship between feelings
of discrimination and number of
years of public accounting ex
perience. The three most significant
reasons given by respondents for
leaving public accounting were long
hours, lack of development for future
responsibilities, and better profes
sional opportunities elsewhere. Mar
riage and family plans were much
less significant in their decision.
Marriage and children are widely
believed to be the primary reasons
women leave public accounting.
Although studies in other fields have
indicated that work-related reasons
are more significant in job changes
of working women than family con
siderations, the belief persists that
women leave public accounting for

family reasons. Another belief is that
sexual discrimination causes
women to leave the profession.

The Chicago Survey
In an attempt to settle this debate,
the Chicago Society of Women Cer
tified Public Accountants surveyed
women who had been employed and
who were currently employed in
public accounting (see Metho
dology). The survey gathered
data on the reasons both groups
chose public accounting as a pro
fession, the reasons they left or
stayed in public accounting, and
their attitudes toward discrimination
and their public accounting ex
periences. Both groups also
answered questions about CPA
status, age, education, years of ex
perience, type of firm, and marital
status.
Survey participants were identified
by 19 international and regional CPA
firms with offices in Chicago.
Although all the firms were asked to
supply the names and last known ad
dresses of all women accounting
professionals who had worked in
that office since its opening, not all
firms were able to comply. The firms
identified 1,088 women, of whom 36
were not traceable. Of the 1,052
known to have been contacted for
this survey, 380 returned a question

naire, for an overall response rate of
36%.
The 152 respondents who had left
public accounting were primarily
CPAs (73%), with a median age of 25
years, married (57%), and had two to
three years of public accounting ex
perience (48%) with an international
CPA firm (79%).

The 228 respondents who were
employed in public accounting at
the time of the survey were primarily
CPAs (70%), with a median age of 23
years, single (58%), and had two to
three years of experience (41 %) with
an international accounting firm
(72%).
Because of the Society’s inability
to define the sample as all women
who had been employed by public
accounting firms within a certain
time period, the results of the survey
are not projectable to all women
CPAs. The portion covering women
who had left the profession may be
biased toward those who had left the
firms in recent years, because of
their traceability.
The survey indicates, however,
that for a majority of these women
CPAs, personal and professional
career considerations out-weigh
family considerations as reasons for
leaving or staying in public account
ing.
Because reasons for leaving or
staying cannot be evaluated without
some understanding of the reasons
the profession was chosen, the
survey asked both groups of women
why they had chosen public ac
counting.
Two factors accounted for the ma
jority of answers about the choice of
public accounting as a profession.
More than seven in ten of both
groups of women chose the profes
sion because they considered it “a
stepping stone to future oppor
tunities” or ‘‘interesting and
challenging”.

Not surprisingly, those who had
left the profession gave somewhat
greater weight (38%) to the profes
sion’s training capabilities than to its
interesting and challenging aspects
(34%). Proportions were reversed for
those employed in public account
ing—45% chose the profession
because it was interesting and
challenging, while 34% saw it as a
stepping stone.
The Woman CPA, October, 1980/3

Reasons for leaving the
profession
Those who had left the profession
were then asked to identify which
factors were very important, impor
tant, considered, or not considered
in their overall decision to leave
public accounting. Respondents
were also asked to write in the one
most significant factor in their deci
sion.
Table I shows that most women
left public accounting for work-re
lated reasons. Slightly more than
three-quarters cited a personal
preference or a professional con
sideration as most significant in
their decision to leave. (Personal
preferences include long hours, the
pace of accounting, excessive
travel, desire to relocate, and the life
long commitment of too much hard
work to attain partnership; profes
sional considerations include not
being developed for future respon
sibilities, better professional oppor
tunities elsewhere, never intended to
stay in public accounting, lack of ap
preciation for effort, unsure of
chances for promotion, and higher
salary offered elsewhere.)
Only one in 15 (7%) mentioned
family plans and one in 25 (4%) gave
spouse or family pressure as their
main reason for leaving public ac
counting.
Little correlation existed between
personal preference and family fac
tors. For example, those who ranked
long hours, pace, or excessive travel
as important or very important did
not give much weight to such factors
as planning to have children or pres
sure on the home front.
Significantly, seven in 10 of the
women who had left public account
ing said they might have stayed if
conditions had changed in the year
before their departure. Among the
changes that would have influenced
a significant number of respondents
to stay were better counseling and
development (32%), a change in job
assignments (30%), fewer hours
(28%), more responsibility (24%),
promotion (17%), an increase in sal
ary (14%), and changes in firm
policy (13%). Most of the latter policy
changes concerned marriage be
tween staff members.
The majority (55%) said a change
on the date of notice would not have
influenced them to stay. The remain4/The Woman CPA, October, 1980

TABLEI

QUESTION: HOW IMPORTANT WERE THESE FACTORS IN
YOUR OVERALL DECISION TO LEAVE PUBLIC
ACCOUNTING?

Factor
Long hours............................................
Better professional opportunities
elsewhere......................................
Not being developed for future
responsibilities......................................
Could no longer take pace of public
accounting....................................
Unsure of chances for promotion...
Lack of appreciation for effort........
Excessive travel....................................
Never intended to stay in public
accounting....................................
Higher salary offered elsewhere ...
Partnership requires life-long
commitment of too much hard
work.................................................
Personality clashes.............................
Firm policy (e.g., marriage to staff
member)........................................
Planning to have children.................
Pressure on the home-front...............
Desire to relocate...............................
Peer pressure........................................
Met CPA certificate requirements..
Husband transferred...........................
Did not pass CPA exam.....................
Didn’t enjoy work..................................
Professional life dominated
personal life..................................
Marriage................................................
Asked to leave......................................
Returning to school.............................
Other......................................................
No answer..............................................
*
**

Mean Weight
of Importance
on Four-Point Scale

Percentage of Respondents
Indicating Factor
as Most Significant
in Decision*

2.85

16.5%

9.2%

2.38

2.23

13.2%

2.14
2.10
2.09
1.94

7.9%
3.3%
5.3%
6.6%

1.94
1.87

7.2%
2.6%

1.74
1.59

0.2%
—

1.44
1.41
1.30
1.29
1.23
1.21
1.17
1.08
**

5.9%
6.6%
4.0%
4.6%
0.7%
1.3%
2.6%
—
4.6%

**
**
**
**
n/a
n/a

3.3%
2.0%
2.0%
1.3%
5.9%
5.9%

Some respondents wrote in more than one answer.
Not listed on questionnaire.

ing 45% might have stayed at the
last minute if work hours had been
reduced (15%), salary had been in
creased (13%), job assignments had
been changed (12%), a promotion
had occurred (12%), or better coun
seling and development had been
offered (12%).
These responses tend to support
the statistics in Table I, that women
leave public accounting for work-re
lated reasons. The clear majority of
respondents also reported that they
did communicate to the firm their
true reasons for leaving.
To provide a comparison, women
employed in the profession were

asked to explain why they do or do
not intend to stay in the profession.
More than half (52%) stated they in
tended to stay in public accounting,
giving such reasons as challenge,
interesting and enjoyable work, and
opportunities to learn. One in five
(19%) intended to stay “for a while”
until she gained more experience,
found something better, or reevalu
ated the situation. Of the one in
seven (14%) who said she did not in
tend to stay in the profession, only
one in 50 (2%) cited family pressure
or motherhood as the reason. The re
maining respondents either gave no
answer or were uncertain.

TABLE II

QUESTION: DID YOU FEEL THAT DURING YOUR TIME IN
PUBLIC ACCOUNTING YOU WERE DISCRIMI
NATED AGAINST?
Total
Respondents

Number of Years
in Public Accounting
0-1

2-3

4-5

6-20

Over 20

15%
83%
2%

26%
72%
2%

36%
64%
—-

50%
44%
6%

(a)
(a)
(a)

66

95

33

35

9

41%
51%
8%

29%
68%
3%

40%
55%
5%

52%
40%
8%

55%
36%
9%

(a)
(a)
(a)

152

28

73

25

22

4

Women Currently
Employed in
Public Accounting

Percentage of Respondents
28%
70%
2%

Yes
No
Did not answer

228

Number of respondents

Women Who Had Left
Public Accounting
Percentage of respondents

Yes
No
Did not answer
Number of respondents

(a)

Not statistically meaningful

Discrimination
Both groups of women were asked her feelings of discrimination. This
identical questions about dis trend was true in both groups.
crimination and their attitudes
Several explanations may account
toward their public accounting ex for these statistics about discrimina
periences. Table II shows that the tion:
majority of these women CPAs did
• Public accounting firms do
not feel that they personally were
not discriminate against
discriminated against during their
women.
time in public accounting. (Since the
• Discriminatory practices are
questionnaire asked only if respond
not perceived at the entry
ents felt discrimination against
levels.
themselves, survey results do not in
• Discrimination occurs at
dicate whether respondents believe
higher levels of respon
the profession discriminates against
sibility than the majority of
women in general.)
respondents had achieved.
More of the women who had left
• Discriminatory practices
public accounting reported some
have lessened since women
feeling of discrimination (41%) than
began entering the profes
those who were employed in the pro
sion in large numbers about
fession (28%).
four years ago.
• Subtle discrimination
A clear pattern emerged, however,
against oneself may not be
in the relationship between feelings
readily perceived.
of discrimination and number of
• Women tend to blame them
years of public accounting ex
selves rather than dis
perience. The more years of ex
crimination for job problems.
perience a woman had, the greater

In describing discrimination they
had experienced, respondents cited
lack of prestigious and developmen
tal assignments, lack of acceptance
by clients and superiors, unequal
pay, not being taken seriously, and
sexual harassment. Recurrent exam
ples of discrimination in job assign
ments included:
• Being assigned automat
ically to audits in banking,
insurance, and not-for-profit
organizations because they
are “good fields for women”.
• Not being assigned to SEC
engagements or clients in
heavy manufacturing.
• Being assigned as the incharge accountant on only
small audits with no staff ac
countants to supervise.
Some women blamed themselves
for discrimination in job assign
ments. They attributed it to their not
being as assertive as male staff
members in requesting particular
assignments. These women believed
that, having been conditioned to be
supportive and courteous, they were
more apt to accept an assignment
without questioning whether it was
beneficial for their career develop
ment.
Other specific incidents of dis
criminatory practices were de
scribed by respondents. In one case,
a woman CPA and her superior were
introduced as “Mr. John Doe and a
girl”. In another, a partner of an in
ternational firm refused to assign
women CPAs to large commercial
engagements because “women are
more likely than men to leave”. Trav
eling with a female colleague
bothered one male auditor so much
that he took his wife and children on
an out-of-town engagement to avoid
any appearance of impropriety.

A clear pattern emerged in the
relationship between feelings
of discrimination and number
of years of public accounting
experience
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Several women reported a
decrease in discrimination in the last
few years. They noted that in the
earlier years of their career they
were limited to “quality control’’
functions in the office and were not
allowed any client contact. Several
women also indicated that their firms
once asked clients if they objected to
a woman on the audit, but that this
practice has been discontinued.
On the other hand, a few respond
ents described examples of “posi
tive” discrimination. They were
placed on high visibility engage
ments because few women were on
the staff.
Although 70% of the respondents
denied feeling discriminated
against, slightly more than 60% did
report specific problems associated
with their being women. Lack of ac
ceptance or support was most often
cited as a problem both by women
who had left the profession (28%)
and by those employed in public ac
counting (34%). Only about one in
seven in each group reported no
problems. The remainder did not
answer.
More than half of all respondents
also volunteered suggestions about
actions that public accounting firms
can take to alleviate these problems.
Among the recommendations were
these:
• Make job assignments on
the basis of qualifications
only.
• Strengthen commitment to
equality in hiring and promo
tion, especially by involving
top management throughout
the process.
• Promote qualified women to
management who can serve
as effective role models for
younger women.
•Include fairness to women
and minorities as a criterion
for promotion of men.
• Exercise balanced judgment
in the hiring process.
• Provide sensitivity training
for male staff members.
• Provide support for counsel
ing or seminars for women
staff members about han
dling difficult work situa
tions, dress strategies, and
other special problems.
Some respondents noted that male
recruiters sometimes give greater
6/The Woman CPA, October, 1980

Two questionnaires were
developed—one for those currently
employed and another for those who
Women leave public
had left the profession. The sample
was separated into the two catego
accounting for work related
ries. If a woman's status was not
reasons
known, she was sent both question
naires and asked to complete the ap
propriate one.
To respect respondents’
weight to appearance in hiring anonymity, the Society included a
women and lesser attention to their numbered postcard with the initial
probable effectiveness in an audit mailing. Respondents returned the
situation. They pointed out that this card separately. Second requests
practice can reflect poorly on all were then sent to non-respondents
women.
and post office returns were
A number of women believed that researched to obtain current ad
there was little the firms could ac dresses. The mailing was made in
tively do — that only time and an in 1978.
crease in the number of women in
The questionnaire for women who
public accounting would bring had left the profession covered CPA
change. As one respondent sum status, age, years of experience,
marized, “Most discrimination is marital status, education, race, infor
subtle; policy and procedural mation about the respondent’s first
changes mandated by the hierarchy employment in public accounting,
will not change attitudes. Unless at and information about her ex
titudes change, the women’s situa perience since leaving public ac
tion will not improve.”
counting. The questionnaire for
While this survey will not settle the women employed in public account
debate about why women leave ing covered the same material, ex
public accounting, it does show that cept that it specified current employ
work-related reasons predominate. ment in public accounting and omit
Family pressures, marriage, mother ted the latter section.
hood, and discrimination were fac
Copies of the questionnaire with
tors in a few terminations, but the tabulated responses are available at
women themselves indicate a $10.00 each from the Chicago
great career orientation. It is proba Society of Women CPAs, P.O. Box
bly that a similar survey of male ac 3043, Chicago, Illinois 60654.Ω
counting professionals would show
a similar concentration on career
NOTE
considerations as decisive factors in
1Melanie Walkup and Debra Fenzau, both
choosing to leave or stay in the pro CPAs, led the Chicago Society of Women
fession.
Certified Public Accountants committee that

METHODOLOGY
Nineteen international and
regional public accounting firms
with offices in Chicago were asked
to supply the names and last known
addresses of all women accounting
professionals who currently worked
for the firm in Chicago or who had
worked there in the past. If unable to
go back to the office’s opening, firms
were asked to go back five to ten
years. Some of the firms were unable
to locate complete lists. The mailing
list was supplemented by, and cross
checked against, names from the
directories of the Chicago Society of
Women Certified Public Accoun
tants, Illinois CPA Society, and the
American Women’s Society of Cer
tified Public Accountants.

conducted this survey.

Other members of the Statistics Committee
were Richard Abrams, Arlene Dahm, Vickie
Doebele, Sandra Hresil, Karen Jacobson,
Roberta Liebovitz, Nancy Pinney, Kathleen
Rayle, Joan Richards, Gail Schnakenberg,
Joan Scholl, Doreen Sevcik, Carol Sussen
bach, Myra Swick, and Belinda Wades, all
CPAs.

Debra Fenzau, is currently VicePresident, Finance, of Resource
Services, Inc. in Boise, Idaho. She
worked in public accounting with a
“Big Eight” firm for 4-1/2 years.

Melaine Walkup, is currently Man
ager of Financial Services of an in
ternational training services firm
headquartered in Chicago, Illinois.
She worked in public accounting
with a “Big Eight” firm for 6-1/2
years.

Leaving Public
Accounting: The
Decision Process
A Behavior Model

difficult to define simply because
they vary dramatically from in
dividual to individual. A source of
job satisfaction to one public ac
countant, such as overnight travel,
may be a source of job dissatisfac
tion to another public accountant,
and consequently, contribute to a
turnover decision by the latter in
dividual.
The chosen perspective from
which to approach turnover in public
accounting was the process by
which public accountants arrive at
turnover decisions. Once the deci
sion process is understood, then
more attention can be directed
toward understanding the specific
job conditions and exogenous fac
tors that result in turnover behavior.

Job Attitude Formation
Process

By Michael C. Knapp

Probably the most persistent prob
lem that the public accounting pro
fession has had to deal with over the
past several years is the high turn
over of their professional employees.
Personnel replacement costs, which
consist primarily of training and
recruiting expenses, are very signifi
cant percentages of most public ac
counting firms’ annual budgets and
show no signs of diminishing. It is
hoped that the presentation of the
following research findings will be
beneficial to accounting
entrepreneurs by helping them gain
a better understanding of the in
dividual decision-making process
leading to turnover commitments.
After having gained a better unders
tanding of turnover behavior,
entrepreneurs should be better
equipped to reduce their own firms’
personnel turnover.
Methodoligically, two approaches
were followed in investigating the
research problem. A broad review of
the professional literature was per
formed to isolate the major concep
tual issues. Utilizing this research, a
basic theoretical perspective was
defined, including models and
research hypotheses. Next, a survey
instrument was used to gather data
from a sample population of former

public accountants. The purpose of
the survey was two-fold. First, it was
intended that the survey data be
used to confirm or dispute the
theoretical perspective chosen. Sec
ondly, the survey was designed to be
exploratory in nature. The results
were intended to fill a noticeable
void in the professional literature,
namely, the identification of the
specific variables that contribute
significantly to turnover decisions in
public accounting.
Turnover is a behavioral problem
that has been studied in every im
aginable employment situation in
cluding public accounting.
Typically, the research studies in
this subject area investigate job
satisfaction and/or job productivity
with the findings relating to turnover
being secondary in nature. To date,
the major finding of researchers has
been that turnover is, to a moderate
degree, negatively correlated with
job satisfaction. The unhappy or dis
satisfied worker is more likely to
leave his/her postion than the con
tented worker. Considering the sub
stantial amount of research per
formed, this seems to be a rather
modest plateau of accomplishment.
The causes of turnover, like those of
the common cold, are extremely

Figure 1 is a simplistic rendition of
the job attitude formation process for
public accountants. This model es
sentially adopts the dual-factor ap
proach to employee motivation pro
posed by Frederick Herzberg. The
underlying premise of the model is
that job attitudes are formed by the
interaction of two separate clusters
of variables. One cluster, the X varia
bles, contains the determinants of
job satisfaction and the other
cluster, the Z variables, contains fac
tors leading to job dissatisfaction. In
Figure 1 the hypothetical individual
derives satisfaction from the
prestige, high pay, and opportunity
for rapid advancement that his/her
public accountant’s role affords. On
the other hand, variables that cause
him/her to experience job dis
satisfaction include the lack of posi
tive factors and the presence of cer
tain negative job conditions that
have long been considered inherent
in the public accountant’s work role,
such as inordinate amounts of over
time, budget restraints, etc. Each of
these clusters produces a force vec
tor and the interaction of the two
resulting vectors determines at

Accounting entrepreneurs
should understand the
employee turnover process
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the individual’s position in public ac
counting. This concept is illustrated
in Figure 2 with the introduction of
Variable Y. Once a favorable
employment alternative is available
to the public accountant s/he is
forced to make a commitment either
to retaining the position or accepting
the outside opportunity, i.e., his/her
job attitude is converted into a
behavior intention. With respect to
the model depicted in Figure 2 three
hypotheses have been derived:
Hypothesis #1. If the in
dividuals have an unfavorable
job attitude prior to the in
troduction of a suitable alterna
tive opportunity, then vector Y
will tend to influence them to
commit themselves to leaving
their position in public ac
counting.

FIGURE 1
ATTITUDE TOWARD JOB
Favorable

Unfavorable

Indifferent

X1 —prestige

x2— high pay

z2— low pay

x3 — rapid advancement

z3 — slow advancement

Determinants of public accountants’ attitudes toward their jobs.

FIGURE 2

which point on the job attitude con
tinuum the individual’s overall job at
titude is found.
With respect to explaining turn
over the model in Figure 1 is defi
cient since attitudes are only pre
dispositions to act. In many cases
there is little correspondence be
tween actual behavior and attitudes.
The principal reason for the disparity
is a lack of power on the part of the
individual. An individual public ac
countant may have a negative over
all job attitude but if s/he lacks the
power to change the work role and if
s/he does not have a suitable alter
native employment opportunity, then
it is unlikely that s/he will leave
his/her position. This is the major
reason researchers have given for
the existence of only moderate
degrees of correlation between
negative job attitudes and turnover
behavior.

Outside employment opportunities as the principal
determinant of an individual’s behavioral intention with
respect to continued employment in public accounting.

BEHAVIORAL INTENTION TOWARD
CONTINUED EMPLOYMENT
Committed
to job

z2 — low pay
z3 — slow
advancement

Role of Outside Employment
Alternatives
The catalyst in the turnover deci
sion process is the availability of
outside employment alternatives that
serve as suitable replacements to
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Committed
to leaving

Indifferent

Y — outside employment
opportunities
variable Y

Attitude

Behavioral Intention

Hypothesis #2. If the in
dividuals have a favorable job
attitude prior to the introduc
tion of a suitable alternative op
portunity, then vector Y will
generally tend to influence
them to commit themselves
even more to their job, i. e., out
side employment offers will be
seen as a positive attribute of
his/her position.
Hypothesis #3. Hypothesis #2
will not hold true when vector Y
is greater than the difference of
vector X minus vector Z. (This
would be the case when the in
dividual is satisfied with the
present position, but perceives
the benefits attainable from the
alternative opportunity to be
even greater.)
The concepts illustrated by
Figures 1 and 2 are certainly not
earthshaking nor always literally
true. Figure 2 is only concerned with
the voluntary aspects of turnover.
The well-known, and largely unwrit
ten, up-or-out promotion policy of
many accounting firms unquestiona
bly bears some of the responsibility
for the high turnover in our dis
cipline. However, this model should
solidify a usually vague conception
that most entrepreneurs have of their
employees’ turnover decision mak
ing process.
The cynic might conclude that
management has little control over
employees’ turnover decisions since
voluntary turnover is prinicpally
determined by a force external to the
firm. This is far from the truth since
the favorability of outside employ
ment opportunities will be deter
mined by compairing them to the in
dividual’s position in public account
ing. If management improves the
public accountant’s work role, then
the favorability or outside alterna
tives and the employees’ likelihood
of choosing to leave will decrease.

Factors in Decision to Leave
Public Accounting
The survey instrument illustrated
in Figure 3 was designed to gather
data from former public accountants
concerning the job related condi
tions that were factors in their deci
sions to leave public accounting. As
mentioned previously, the survey’s
purpose was two-fold: (1.) to provide
data supporting or disputing the
turnover decision model presented

in Figure 2; and (2.) to serve as an
exploratory effort to uncover the
specific job related variables that
are important factors in turnover
decisions.
The population of interest was all
former public accountants. A small

segment of that universal population
was selected as the survey popula
tion. Using the annual 1976 and 1978
directories of the Oklahoma Society
of CPAs seventy individuals who
were employed in public accounting
as of December 1976 but not as of

FIGURE 3

SURVEY INSTRUMENT.
Listed below are twenty-four conditions related to several aspects of a public
accountant’s work role which may or may not have been present in the public
accounting firm with which you were employed. Indicate which of these
conditions were contributing factors in your decision to leave the public
accounting profession.
0 — The specific condition was not relevant in my decision.
1 — The condition was a slight contributing factor in my decision.
2 — The condition was an important contributing factor in my decision.

1.

Amount of overtime required

0

1

2.

Amount of overnight travel

0

1

2

3.

Lack of job security

0

1

2

4.

Management indifference toward employees

0

1

2

5.

Lack of challenging work assignments

0

1

2

6.

Politics (in-fighting) within the firm

0

1

2

2

7.

Low pay

0

1

2

8.

Up-or-out promotion policy of management

0

1

2

9.

Lack of recognition and approval for good work

0

1

2

10.

Slow advancement

0

1

2

11.

Family pressure to leave public accounting

0

1

2

12.

Favorable outside job opportunity

0

1

2

13.

Adversary role of auditor on assignments (if on auditing staff)

0

1

2

14.

Inequitable pay (relative to peer group)

0

1

2

15.

Poor and/or infrequent feedback on job performance

0

1

2

16.

Lack of status or prestige

0

1

2

17.

The need to stay “current” on authoritative pronouncements

0

1

2

18.

Relatively poor quality of peer group

0

1

2

19.

Lack of personal development opportunities

0

1

2

20.

Budget restrictions (hours and dollars) on assignments

0

1

2

21.

Poor and/or inadequate supervision

0

1

2

22.

Too much regimentation or structure within the firm

0

1

2

23.

Lack of opportunities for close friendships

0

1

2

24.

Recurring deadlines on assignments

0

1

2

Which of the above conditions was the most important factor in your decision
to leave public accounting? #___
List any other circumstances or conditions that were relevant in your decision
which are not listed above. (Use reverse if necessary.)
Number of years employed in public accounting:____
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December 1978 were selected as the
sample population. One mailing of
the survey instrument resulted in
fifty-seven responses, an eighty-one
percent response rate.
Table 1 lists the percentage of
subjects reporting the job conditions
which were factors in their decisions
to leave public accounting. (Degree

1: the condition was a slight con
tributing factor. Degree 2: the condi
tion was an important contributing
factor.) Table 2 lists the subjects’
responses to the instrument ques
tion: “Which job condition was the
most important factor in your deci
sion to leave public accounting?”
Finally, Table 3 reports the correla-

The catalyst in the turnover
decision is the availability of
suitable outside employment
alternatives

TABLE 1

Results of a survey of former public accountants concerning
job conditions contributing to their decisions to leave public
accounting.
Percentage
Responding
1

Degree
2

Total

Amount of overtime required

33

39

72

2.

Amount of overnight travel

14

14

28

3.

Lack of job security

18

12

30

4.

Management indifference toward employees

30

40

70

5.

Lack of challenging work assignments

11

4

15

6.

Politics (in-fighting) within the firm

26

23

29

7.

Low pay

28

19

47

8.

Up-or-out promotion policy of management

16

18

34

9.

Lack of recognition and approval for good work

42

14

56

10.

Slow advancement

18

9

27

11.

Family pressure to leave public accounting

18

18

36

12.

Favorable outside job opportunity

7

82

89

13.

Adversary role of auditor on assignments

23

2

25

I4.

Inequitable pay (relative to peer group)

21

11

32

15.

Poor and/or infrequent feedback on job performance

32

5

37

4

2

6
14

1.

16.

Lack of status or prestige

17.

The need to stay “current” on authoritative
pronouncements

12

2

18.

Relatively poor quality of peer group

11

0

11

19.

Lack of personal development opportunities

18

4

22

20.

Budget restrictions (hours and dollars) on assignments28

11

39

21.

Poor and/or inadequate supervision

23

2

25

22.

Too much regimentation or structure within firm

28

2

30

23.

Lack of opportunities for close friendships

7

2

9

24.

Recurring deadlines on assignments

23

9

32
n =57

Mean length of employment = 5.7 years
Mean number of responses per subject:
Degree 1 = 4.7; Degree 2 = 3.4.
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tion coefficients between length of
time employed in public accounting
and the responses to the degree the
given job conditions were factors in
the subjects’ turnover decisions.
The importance of overtime as a
factor in turnover decisions is proba
bly not surprising at all to most prac
ticioners, nor the fact that the dis
content with long overtime hours is
stronger in the ranks of those in
dividuals who have been employed
in public accounting a relatively
short time (as is indicated by Table
3). it is interesting that such a high
percentage of respondents reported
that simple management in
difference was a factor in their turn
over decision. If the accounting pro
fession is to continue to attract and
retain the top-notch students it
would seem obvious that more atten
tion must be paid to the implementa
tion of proper personnel administra
tion policies, an area that has been
neglected for too long by accounting
firms.
Since most of the job conditions
were only moderately or slightly cor
related with length of time employed
in public accounting it is difficult to
draw many concrete conclusions
from Table 3. It would seem apparent
that the job conditions that are pre
dominately task related, such as
overtime, budget restraints, and
recurring deadlines, were con
sidered as negative factors more fre
quently by those employed a rela
tively short time in public account
ing. This stands to reason since
these individuals are the ones who
feel the brunt of these conditions and
since the individuals who have been
in the profession longer have had
more time to become accustomed
and adjust to these negative aspects
of the public accountant’s work role.

Probably the most striking statistic
included in Table 1 is that eighty-two
percent of the respondents reported
a favorable outside job opportunity
was an important contributing factor
in their turnover decisions. Thirtytwo of these forty-seven individuals
indicated that the outside oppor
tunity was the most important factor
in their decisions, while the other fif
teen listed various other job condi
tions as the primary determinant. In
relating these statistics to the model
presented in Figure 2 three classes
of respondents have been deline
ated.

C/ass A: Those thirty-two sub
jects reporting a favorable out
side job opportunity as both an
important factor and the most
important factor in their tur
nover decisions.

Class B: Those fifteen subjects
reporting a favorable outside
job opportunity as an important
but not the most important fac
tor in their turnover decisions.
Class C: The other ten subjects
reporting a favorable outside
job opportunity as neither the
most important or an important
factor in their decisions.

TABLE 2

Compilation of the job conditions that were reported to be
the most important factors in the subjects’ decisions to
leave public accounting.
Number of
Responses

Condition

Rank

%of Total
Responses

1.

Favorable outside job opportunity

32

50

2.

Management indifference toward
employees

6

9

Low pay

6

9

3.

Politics (in-fighting) within the firm

4

6

4.

Amount of overtime required

3

4

4.

Up-or-out promotion policy of
management

3

4

5.

Amount of overnight travel

2

3

5.

Recurring deadlines on assignments

2

3

6.

Lack of job security

1

2

6.

Lack of recognition and approval for
good work

1

2

6.

Slow advancement

1

2

6.

Inequitable pay (relative to peer group)

1

2

6.

Poor and/or inadequate supervision

1

2

6.

Too much regimentation or structure
within the firm

1

2

2.

Totals

Once entrepreneurs
understand they are better
equipped to formulate an
effective strategy for reducing
their firm’s personnel rate

64*

100
n =57

*The total number of responses did not equal the number of subjects
because a few individuals indicated more than one condition as the
most important factor in their decision.

The Class C subjects are those in
dividuals whose decisions are not
explained by Figure 2. These were
individuals who indicated that one of
the conditions in Table 2 (other than
a favorable outside job opportunity)
was the most important factor in
their turnover decisions. The im
petus of the negative job attitude
was a sufficient force to bring about
a turnover decision.
In Class B we have those in
dividuals who indicated that an out
side opportunity was an important
but not the most important factor in
their decisions. The condition they
reported as the most important factor
was a necessary antecedent condi
tion but was not a sufficient condi
tion to induce turnover. The com
bination of the antecedent condition
and a favorable outside opportunity
were together sufficient motivation
to bring about the formation of a
commitment to leave public account
ing. Accordingly, these individuals
are those who fall under the realm of
hypothesis #1.
Prior to the introduction of a
favorable outside employment op
portunity, a sufficient negative an
tecedent condition did not exist to
compel the respondents of Class A
to leave public accounting. The
favorable outside job opportunity
was apparently a sufficient condition
to compel these individuals to make
the turnover commitment. Accord
ingly, these respondents’ turnover
behavior would be explained by hy
pothesis #3.
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KENT STATE
UNIVERSITY
ASSISTANT
PROFESSOR:
This is a tenure track
position. To teach under
graduate and graduate
(MBA and DBA) courses
in Financial Institutions,
Banking, Financial
Markets, and other areas
of Finance. Required is a
Ph.D. or DBA in Finance
with a strong interest in
research as well as evi
dence of good teaching.
Minimum salary: $23,000.
Application deadline: Oc
tober 31, 1980.

TABLE 3

Statistical correlation of each survey job condition with the
length of employment in public accounting of the subjects.
Correlation
Coefficients

1.

Amount of overtime required

-.25

2.

Amount of overnight travel

-.24

3.
4.

Lack of job security
Management indifference toward employees

.11
-.01

5.

Lack of challenging work assignments

6.

Politics (in-fighting) within the firm

7.

Low pay

-.25

8.

Up-or-out promotion policy of management

-.01

9.

Lack of recognition and approval for good work

.01

.08

.18

-.01

10.

Slow advancement

11.

Family pressure to leave public accounting

.-18

12.

Favorable outside job opportunity

-.16

13.

Adversary role of auditor on assignments

-.02

14.

Inequitable pay (relative to peer group)

-.03

15.

Poor and/or infrequent feedback on job
performance

16.
17.

Lack of status or prestige

.10
-.18

The need to stay “current” on authoritative
pronouncements

.20

ASSISTANT
PROFESSOR:

18.

Relatively poor quality of peer group

.27

19.

Lack of personal development opportunities

.10

This is a tenure track
position. To teach under
graduate and graduate
courses in Principles of
Risk and Insurance, Life
and Casualty Insurance,
Risk Management, and re
lated areas. Required is a
Ph.D. or DBA in Insurance
or a related discipline
with a strong interest in
research as well as evi
dence of good teaching.

20.

Budget restrictions (hours and dollars) on
assignments

-.36

21.

Poor and/or inadequate supervision

-.13

22.

Too much regimentation or structure within the
firm

23.

Lack of opportunities for close friendships

-.05

24.

Recurring deadlines on assignments

-.20

FOR EITHER POSITION
CONTACT:

Dr. Richard J. Curcio,
Chairperson, Dept. of Fi
nance & Public Adminis
tration, Kent State Univer
sity, Kent, Ohio 44242.
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.40

Conclusion
The three previous paragraphs
have shown how the survey results
can be roughly related to the turn
over behavior model presented in
Figure 2. Again, the principal pur
pose of the model is to propose a
preliminary, skeletal structure repre
senting the turnover decision pro
cess of public accountants.
Hopefully, as further research is per
formed the model will become more
refined and predictive. For the pres
ent, it is hoped that entrepreneurs
can use the model to establish a firm,

seminal conception of the turnover
decision process. With that structure
in mind they should be better e
quipped to fomulate an effective
strategy for reducing their own firm’s
personnel turnover rate.Ω

Michael C. Knapp, CPA, CMA is a
teaching/Research Assistant and a
Ph.D candidate at the University of
Oklahoma.

Are Expectations
Realistic?
Job Expectations of Entrants Into
The Accounting Profession

By Robert G. Morgan
Wayne G. Bremser
and Charissa Chou

Employee turnover and job dis
satisfaction are areas of immense
concern to employers of account
ants. Although these concerns per
tain to all employees, they are mag
nified when dealing with new
entrants into the accounting profes
sion. Many times, extensive training
time and cost are expended, only to
be lost to the firm when the employee
leaves. Turnover within the profes
sion can be accepted in a symbiotic
sense as each firm can benefit by ac
quiring staff trained elsewhere.
However, when members of the pro
fessional staff leave public account
ing, the training benefits are lost to
both the firm and sometimes to the
profession.
The public accounting firms often
view the initial employment period
as a practical extension of an
employee’s academic experience.
However, the initial employment
period should be utilized not only as
a training period, but to reinforce the
positive aspects of the profession
and correct erroneous negative at
titudes.
While a substantial body of
research exists which focuses on
employee job satisfaction, little has
been done to explore and document
the differences in attitudes between
males and females who are new pro

fessional entrants. This study repre
sents an attempt to bridge the void
by examining the differences in anti
cipated job satisfaction and the re
lated ramifications to the employer.
Both employers and educators
should reassess their part in foster
ing entrants’ attitudes and expecta
tions especially those of their female
students and employees.

Job Satisfaction
One approach to the study of
employee job satisfaction is based
on Maslow’s theory.1 The theory
identifies and defines specific needs
that are relevant to all persons.
Since goals arise from an in
dividual’s physical and psychologi
cal needs, the fulfillment of these
needs is important in a person’s job
satisfaction. At any given time an
employee’s behavior may be
directed by many goals, each with
differing degrees of influence. When
an individual’s basic needs are not
satisfied, it can be expected that the
employee’s job performance will be
seriously impaired. Ultimately this
might result in the employee leaving
the organization. It is therefore criti
cal that employers be able to identify
the needs of their employees.
Maslow’s model depicts a
hierarchy of human needs with five
distinct levels — physiological,

safety, social, esteem and self-ac
tualization. Maslow regards these
five sets of needs as existing in a
definite hierarchy, but not in an allor-nothing relationship to one
another. He contends that most in
dividuals exhibit a decreasing level
of satisfaction as a higher level need
replaces a lower order need. For ex
ample, a typical accountant’s level
of need satisfaction might be
physiological, 90 percent satisfied;
safety 80 percent; social, 45 percent;
esteem, 25 percent; and self-ac
tualization, 5 percent. While the in
dividual’s lower order needs may be
reasonably well-satisfied, the higher
order needs are not as well satisfied.
Thus, an individual experiences a
decreasing percentage or satisfac
tion as a lower level need is replaced
in predominance by higher level
need.
In 1961, Lyman W. Porter Under
took a series of studies to investigate
manager’s perceptions of the psy
chological characteristics of their
positions. The Porter studies con
centrated on the relationships be
tween job level, type of work, total
organizational size, and line and
staff positions on the one hand, and
needs satisfaction as reported in
questionnaire responses on the
other.
Other researchers have employed
the Porter technique to study the job
satisfaction of union leaders,
government managers, domestic
and overseas managers, bankers,
certified public accountants, and
academic accountants.
One common conclusion reached
in all the studies was that the degree
of job satisfaction improves as one
moves up the organizational
hierarchy. Also, the areas of greatest
dissatisfaction center on the oppor
tunities to fulfill the autonomy and
the self-actualization need catego
ries.

Differences in need
satisfaction and their relative
importance were discovered
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The findings reported in the
studies cited above relate to in
dividuals currently holding a profes
sional position. However, prior job
expectations are also important. A
substantial body of psychological
thought supports the assertion that
rote expectations can definitely in
fluence future behavior. When
prospective entrants into a profes
sion expect to find satisfaction in
their jobs, a continuing successful
relationship may be easier to attain
than when such satisfaction is not
anticipated.

Methodology
A slightly modified form of the
Porter job satisfaction questionnaire
was used in this study. The question
naire was administered to Drexel
University and Villanova University
graduating accounting seniors to
analyze expectations concerning
their future jobs.
Participants in the study were pro
vided the following instructions:
On the following pages several
characteristics or qualities con
nected with your forthcoming
position are listed. It is realized
that your evaluations will be ex
pectations concerning your future
job. Please give three ratings for
each characteristic, using the 7point scale illustrated below:

The respondent has circled “3" in
answer to part a and "6” in response
to part b. This response results in a
need deficiency score of “3”. The
assumption is made that when part a
is subtracted from part b, a large
difference indicates a high degree of
dissatisfaction while a smaller
difference indicates a greater
degree of satisfaction. Individual
scores for males and females were
averaged separately for each need
item so that a group comparison
could be made for each item.
Sampling Procedures
The questionnaire was randomly
distributed to a sample of 265 senior
accounting majors at Drexel Univer
sity and Villanova University. Usea
ble responses were received from
192 males and 57 females for a total
of 249. Of these, 109 males and 26
females had accepted jobs, which is
57% and 45.6% respectively.

Findings
Table 1 presents the score for
average need satisfaction by sex.
The data in this table was based on
the average difference between Part
b, how much should there be, and
Part a, how much is there. The larger
the difference the greater the need
deficiency. In past studies2 the high
er order needs have consistently

a. How much of the characteristic is
there now connected with your posi
tion?
b. How much of the characteristic do
you think should be connected with
your position?
c. How important is this characteristic to
you?

For each item the respondents
were instructed to circle a number
on the rating scale that corres
ponded to their expectations. The
numbers on the rating scale ranged
from one to seven with the low num
bers representing lesser amounts
and higher numbers representing
greater amounts.
A perceived need deficiency was
calculated for each of the thirteen
need items by subtracting Part a of
an item from Part b of the same item.
For example, a respondent might
have completed the Security need
question as follows:
The feeling of security in my
prospective position.
a.

How much is there now?
(Min.) 1 2 3 4 5 6

7

(Max.)

b.

How much should there be?
(Min.) 1 2 3 4 5 6 7

(Max.)
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shown the greatest need deficien
cies while the lower order needs
have shown the least deficiency.
These results have been consistent
for students who have accepted a
job, entry level management, middle
management, and college profes
sors of all ranks.
The results displayed in Table 1
for the combined group rank the
highest order need deficiency as
self-actualization, with autonomy
second. However, here the consis
tency with other studies stops. This
sample group as a whole ranked
security third, social fourth, and
esteem as the least deficient. It is in
teresting to note that the females’
ranking was consistent with the
group ranking. However, males
ranked security as the most deficient
need while ranking the rest in the
same consistent manner as the
group had done.
Why has security become such a
deficient need? One plausible
answer is that the breakdown in tra
ditional social units like the family
and the universal weakening of the
authority structures have prevented
the students of today from develop
ing the feeling of security that comes
from a highly structured and orderly
society that existed a decade or so
ago.

Table 1

Average Need Satisfaction Scores by Sex1
Need
Categories

Level of3
Significance

Need2
Satisfaction

M

F

Combined

Security

.679

.769

.696

ns

Social

.390

.615

.433

ns

Esteem

.361

.423

.373

ns

Autonomy

.661

.872

.701

ns

Self-Actualization

.676

1.038

.746

.01

1There were 109 males and 26 females with jobs.
2The lower the score the higher the reported need is satisfied.
3The Mann-Whitney U test for nonparametrics utilizes median values not mean
values. Mean values are reported here for comparisons. Only levels of signifi
cance of .05 or below are shown. The notation “ns” indicates that the difference
was not significant at the .05 level of confidence.

A second reason might be that the
job market is not as good for college
graduates today as it was in years
past, and the competition for jobs is
greater. This might cause the entrant
into the profession to feel insecure in
the new job.
With respect to the differences be
tween males and females, the self
actualization need category dis
played a statistically significant
difference at the .01 level when the
Mann-Whitney U test was used.
When the individual question results
are investigated (see Table 2) for the
self-actualization needs, a
statistically significant difference is
found between males and females
on the questions of feeling of self
fulfillment and feeling of accom
plishment. In both cases the females
have a larger need deficiency. Why
should females find their highest
order needs deficient? To answer
the question, the areas of need defi
ciency must be viewed as a whole.
The questions that yielded signifi
cant differences dealt with oppor
tunity for independent thought and
action, feeling of self-fulfillment, and
accomplishment. To obtain an ex
planation for this we interviewed
some of the females. From these in
terviews it became apparent that
females view accounting as a male
dominated profession. They feel
that their lower order needs can be
satisfied. However, they (1) per
ceived difficulty in gaining equal ac
ceptance in the profession, (2)
feared that needs of autonomy and
self-actualization would not be
totally fulfilled for them (collectively,
not individually) by a career in ac
counting, and (3) their needs collec
tively would not be fulfilled by a
career in accounting because
society has not trained women to ag
gressively seek fulfillment of the
higher order needs.
Table 3 presents the average im
portance of needs scores by sex. The
data in this table is the average of
part c, “how important is this to me.”
The larger the score, the greater the
importance attached to the need.
The rank order of the importance
factors from most to least was self
actualization, security, social,
esteem and autonomy. The ranking
was consistent for males and
females; however, there was a
statistically significant difference
between the two groups in the

Table 2

Average Need Satisfaction Score by Question1
Need Satisfaction2
Male
I. Security
a. Security in Position
II. Social Needs
a. Opportunity to help people
b. Opportunity for friendship

III. Esteem Needs
a. Feeling of self-esteem
b. Prestige within the firm
c. Prestige outside the firm
IV. Autonomy Needs
a. Opportunity for independent
thought and action
b. Authority in position
c. Opportunity to participate in
goal setting

V. Self-Actualization Needs
a. Opportunity for growth and
development
b. Feeling of self-fulfillment
c. Feeling of accomplishment

Level of
Female Significance3

.679

.769

ns

.486
.294

.654
.577

ns
ns

.367
.606
.110

.462
.731
.077

ns
ns
ns

.761
.560

1.115
.731

.04
ns

.661

.769

ns

.477
.844
.706

.654
1.269
1.192

ns
.02
.01

1There were 109 males and 26 females with jobs.
2The lower the score the higher the reported need is satisfied.
3The Mann-Whitney U test for nonparametrics utilizes median values not mean
values. Mean values are reported here for comparisons. Only levels of signifi
cance of .05 or below are shown. The notatation “ns” indicates that the
difference was not significant at the .05 level of confidence.

Table 3

Average Importance of Needs Scores by Sex1
Level of
Significance3

Importance2

Need
Categories

Male

Female

Combined

Security

5.521

5.982

5.627

.01

Social

5.383

5.474

5.404

ns

Esteem

5.260

5.456

5.305

.04

Autonomy

5.193

5.158

5.185

ns

Self-Actualization

5.929

6.088

5.965

ns

1There were 192 males and 57 females.
2There was no difference in importance of needs between these who had ac
cepted jobs and those who did not have jobs.
3The Mann-Whitney U test for nonparametrics utilizes median values not mean
values. Mean values are reported here for comparisons. Only levels of signifi
cance of .05 or below are shown. The notation "ns” indicates that the
differences in importance were not significant at .05 level of confidence.
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categories of security and esteem,
with the females placing a greater
importance on these needs than did
the males. When the results are in
terpreted in relation to the total en
vironment and the traditional roles
played within society, the results
should not be surprising. In society
the traditional role of the male has
been outside the home. He has been
expected to earn the living for the
family. In contrast, the traditional
role of the female has been in the
home or as a second wage earner.
When the female enters the account
ing profession as a career person,
she is leaving the traditional role, at
least temporarily. In doing so she
loses some of the security that is
available in the traditional role. Ad
ditionally, it seems reasonable, that
a female who breaks the traditional
mold would find that a feeling of selfesteem, a feeling of accomplish
ment, and prestige outside the firm to
be more important than would a
male who is following a traditional
role (see Table 4). This is precisely
what the study found.

Implications of the Findings
Thus far the results of this study
have been compared with the results
of previous studies. An attempt has
been made to explain why the
differences between male and
female students exists. Now con
sider what these results mean to ac
counting educators. Do accounting
educators have any effect on the per
ceptions or attitudes of students? To
varying degrees educators have in
fluenced the expectations of what
lies ahead for the student in the busi
ness world. Obviously there are
many factors or forces that influence
these expectations. First, look again
at the deficiencies which are dis
played in Table 1 and 2. The lowest
deficiency was esteem. Perhaps the
reason for this is that most of the stu
dents have jobs with large or
medium size public accounting
firms, and faculty members have
talked about the desirability of these
jobs. On the other hand, the largest
deficiencies were in the categories
of security, autonomy, and self-ac
tualization. Possibly the deficiencies
were high in these areas because
the students have been made aware
of the difficulties of the first few years
in public accounting. Perhaps they
are aware that the vast majority will
not be with CPA firms in five years.
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Table 4

Average Importance Score by Question1
Importance2
I. Security
a. Security in position

II. Social Needs
a. Opportunity to help people
b. Opportunity for friendship
III. Esteem Needs
a. Feeling of self-esteem
b. Prestige within the firm
c. Prestige outside the firm
IV. Autonomy Needs
a. Opportunity for independent
thought and action
b. Authority in position
c. Opportunity to participate
goal setting
V. Self-Actualization Need
a. Opportunity for growth and
development
b. Feeling of self-fulfillment
c. Feeling of accomplishment

Level of
Significance3

Male

Female

5.521

5.982

.01

5.203
5.553

5.380
5.561

ns
ns

5.474
5.271
5.036

5.860
5.228
5.281

.04
ns
.02

5.604
4.901

5.737
4.895

ns
ns

5.073

4.842

ns

6.234
5.734
5.818

6.175
5.912
6.175

ns
ns
.03

1There were 192 males and 57 females.
2There was no difference in importance of needs between those who had ac
cepted jobs and those who did not have jobs.
3The Mann-Whitney U test for nonparametrics utilizes median values not mean
values. Mean values are reported here for comparisons. Only levels of signifi
cance of .05 or below are shown. The notation “ns” indicates that the
differences in importance were not significant at the .05 level of confidence.

Educators have apparently been
successful in communicating the
realities of entrant positions to their
students. This should be balanced
with information concerning the op
portunities which do exist as an ac
countant progresses professionally.
Tables 3 and 4 show that the
greatest importance is attached to
self-actualization and security.
While the self-actualization results
are not surprising, the security
results are. The question accounting
educators might ask is, “How can
accounting curricula be structured
to give the student a feeling of
security?” For example, maybe ac
counting curricula should empha
size practical application rather than
dwelling on theoretical matters.
Thus, the students would learn the
skills that they in fact will need upon
leaving college. By convincing the

students that they have learned the
needed skills, they will obtain some
confidence and this is important for
a sense of security. Since many of
the students are going into auditing,
possibly we should give them an op
portunity to learn auditing pro
cedures in depth.
The components of the self-ac
tualization need in Table 4 are “op
portunity for growth and develop
ment,” “feeling of self-fulfillment,”
and “feeling of accomplishment.”
The study indicates that some stu
dents do not feel that there are great
opportunities in the profession of ac
counting to fulfill these needs.
Educators, who perhaps chose to be
educators rather than practitioners
because of these same perceptions,
may foster these attitudes in stu
dents. However, educators must
keep in mind that these needs are of

great importance to the students.
They should be ready for questions
from students on these matters and
be objective in their answers. Educa
tors should emphasize that as an ac
countant moves up in the profession,
opportunities for growth and
development do exist in accounting.
Although only two possible implica
tions of the results have been ex
plored with respect to security and
self-actualization needs, many more
exist. Educators should consciously
consider them in designing account
ing curricula and in relating to stu
dents.
These findings also have impor
tant implications for the accounting
firm’s recruiting and initiation prac
tices. Sufficient attention must be
directed to the prospective
employee’s probable need deficien
cies. Additionally, the firm must un
derstand the probable differences
for the female entrant. These efforts
must continue through the initiation
period, because this initial work ex
perience determines, to a large
degree, whether a person will find a
career in accounting a satisfying
career or whether s/he will find alter
native employment.

Conclusions
Differences in need satisfaction
and their relative importance to
males and females were discovered
in this study. The higher self-ac
tualization deficiency for females
was the most significant. The male
dominated profession of accounting
offers the female entrant some
challenging problems. The female is
faced with a change in traditional
roles and, more important, must deal
with the tradition views of her co
workers and their spouses. She is
faced not only with the challenge of
the job, but also with the frustration
of becoming an accepted member of
the work team. The most surprising
result was the high level of need defi
ciency attached to security. One
possible explanation could be the
change in the basic structures of
society such as the family, church
and school. Another could be the
awareness that there is a lot of pres
sure in accounting jobs, and only a
few make it to the partner level in
public accounting.
Accounting educators must con
sider the attitudes and needs of
students, especially the self-ac

tualization needs, in designing cur
ricula and relating to students. By
being more sensitive to their needs
they can be better educators.
The employers of these new ac
countants must be aware of the at
titudes and needs of the new
employees so that the initial work ex
perience will fulfill these needs with
the end result being happier
employees and less employee
turnover.Ω
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Appendix A
I. Security Need
1. The feeling of security in my prospective position.

II. Social Needs
1. The opportunity, in my prospective position, to give assistance to other
people.
2. The opportunity to develop close associations in my prospective posi
tion.
III. Esteem Needs
1. The feeling of self-esteem obtained from my prospective position.
2. The prestige of my prospective position within the company (that is, the
regard received from others in the firm).
3. The prestige of my prospective position outside the firm (that is, the
regard received from others not in the firm).
IV. Autonomy Needs
1. The opportunity for independent thought and action in my prospective
position.
2. The authority connected with my prospective position.
3. The opportunity, in my prospective position, for participating in the set
ting of goals.

V. Self-Actualization Needs
1. The opportunity for personal growth and development in my prospec
tive position.
2. The feeling of self-fullment obtained from my prospective position (that
is, the feeling of being able to use one’s own unique capabilities, realiz
ing one’s potentialties, etc.).
3. The feeling of worthwhile accomplishment in my prospective position.
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Women In The
Profession: An
Appraisal
Women In This Study Are As Well
Satisfied With Their Jobs As Men

By Trini U. Melcher
and Robert B. Welker

The emergence of women in the
male-dominated public accounting
profession may result in men not ac
cepting women in the capacity for
which they were hired. The extent to
which women are currently being ac
cepted was evaluated by question
ing men and women accountants on
conditions presently existing in
larger firms which favor one sex over
the other and on the job satisfaction
that men and women accountants
have relative to one another in their
staff accountant positions. In
general, the findings were that
women are accepted as public ac
countants and are at least as well
satisfied with their jobs as men.
During the recent years college
women have been entering the na
tion’s professional schools in in
creasing numbers. Indeed, it may be
the fast approaching demise of the
era when a woman’s job interview
revolved around the question: “How
fast can you type?” One of the popu
lar majors for many of the college
women is accounting. Of the events
that have impacted the public ac
counting profession in recent years,
the event that would be difficult to ig
nore is the change in social norms
that has allowed women to enter the
accounting profession. The long
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term benefits provided by the in
creased expertise and the influx of
new ideas and outlooks that women
can offer may indeed overshadow all
other events.
Women seem to believe that
public accounting offers worthwhile
opportunities. Increasing numbers
are selecting it as their chosen pro
fession, and this trend appears to be
continuing at a surprising pace. Col
leges and universities are reporting
that significant proportions of their
accounting majors are now women.
At Texas A & M University, for exam
ple, women now comprise approx
imately 50% of the accounting ma
jors, whereas in 1974, the proportion
was only 15%. Women comprise
95% of the Beta Alpha Psi (National
Accounting Fraternity) membership
at California State University, Fuller
ton. The next five to ten years should
find equal numbers of men and
women studying to become public
accountants at most coeducational
institutions.
The larger public accounting firms
are making every effort to staff their
offices with greater numbers of
women. National firms currently
employ twenty-five to thirty percent
women, a marked increase over the
proportions employed just three or

four years ago. In one West Coast of
fice of a “Big Eight” firm 95% of the
new hires have been women. The
percentage can be expected to con
tinue to rise in correspondence with
the still greater numbers of women
studying to become accountants.
As greater numbers of women are
entering the profession, the usual
conception of an accountant as a
male in a three piece suit is undergo
ing change, but until the stereotyped
image is fully modified, the maledominated profession may be wary
of the effectiveness of women to per
form as accountants. Women may be
placed in the difficult position of
working with fellow staff members
and clients who as yet are unwilling
to accept them as full members of
the profession.
A condition of less than full
acceptance of women in the profes
sion may result from a general lack
of confidence in women’s ability to
carry out effectively their assigned
duties and a fear that women do not
have the personalities to handle
public accounting work. Women
may be believed to have neither
sufficient aggressiveness nor the
personal confidence to enable them
to effectively work with clients. Con
sequently, they may be assigned
lesser duties than those normally
assigned to men, which would only
serve to promote the non-accept
ance of women among their male co
workers and their firms’ clients. The
result would be a general dis
satisfaction and a corresponding
low morale among women staff
members. As more women become
public accountants, however, they
should experience greater accept
ance as both fellow employees and
clients have the opportunity to wit
ness the effectiveness with which
they fulfill their assigned duties.

Existing Condition of
Acceptance
Women now comprise a signifi
cant proportion of the staff account
ants within the national public
accounting firms. The question is
whether this proportion has given
them the exposure sufficient for
gaining acceptance by fellow
employees and clients. Some
answers were provided from a
survey of two groups of 120 public
accountants from the twelve largest
public accounting firms.1 One group
consisted of all women and the other

consisted of all men. The respond
ents stated how much they either
agreed or disagreed with the exist
ence of ten conditions of acceptance
or non-acceptance in their offices.
The conditions are listed in Table 1,
along with a tabulation of the
responses for both groups.2
The men and women groups
generally concur that women are
being accepted as public account
ants. They firmly believe that the
status of women has improved in the
last five years (No. 1), a time period
in which substantial increases in the
numbers of women entering the pro
fession have occurred. They also
subscribe to the belief that the
amount of compensation (No. 2) and
the nature of audit assignments
(No. 3) are comparable for women

and men, although the low strength
of the convictions of both groups im
plies that room for improvement
possibly exists in some offices.
Moderate agreement exists within
the groups that women are qualified
for public accounting work. The men
and women respondents thought
that women would be just as confi
dent in women’s ability (No. 4) and
advice (No. 5) as in men’s. The
women slightly disagree as a group
that superiors have a greater confi
dence in their men staff members
over their women staff members
(No. 7). The men, on the other hand,
neither agree nor disagree with this
condition, indicating a lack of con
viction that the condition is absent in
many offices. Both groups, however,
are convinced that superiors show

Women’s
Opinions

Men’s
Opinions

1. The status of women in public accounting has
improved in the last five years.............................

Strongly
agree

Strongly
agree

2. Women receive the same compensation as do
men (at the same job level)..................................

Slightly
agree

Moderately
agree

3. Women are given audit assignments that are
comparable to those given men...........................

Slightly
agree

Moderately
agree

4. Women have as much confidence in the ability
of their female counterparts as they do in their
male counterparts..................................................

Moderately
agree

Slightly
agree

5. Women would find it preferable to seek advice
from male counterparts than female
counterparts...........................................................

Slightly
agree

Slightly
agree

no tendency to reprimand women
more frequently than men (No. 8).
Women respondents do believe
that women lack the aggressiveness
of men (No. 9), but apparently this
does not hamper their capability for
securing audit evidence from clients
as both groups believe clients to be
no more reluctant to respond to audit
requests made by women than by
men (No. 6).
The men and women respondents
hold opposing views concerning the
question of whether superiors have a
greater tendency to compliment men
rather than women (No. 10). To a
slight degree, the women believe
that superiors do have this tendency
whereas the men are moderately
convinced that the condition is not
present. A plausible explanation for
this difference of opinion might lie in
the nature of the informal socializing
among staff members. (The socializ
ing is often centered on sports ac
tivities.) Superiors are predominately
male and, as a consequence, have a
greater affinity to gather socially
with their male staff members
because they share more interests.
Women may consider their male co
workers’ participation in these infor
mal gatherings as a form of compli
ment, or more compliments may be
given simply because of the in
creased opportunity to do so. What
they may see as a compliment may
be in fact overstated. Another
possibility may be that during the
elementary and high school years
males have more opportunity to par
ticipate in team sports than girls and
thus they may have more proclivity
toward social situations that involve
team activities.

6. Clients are more responsive to audit requests
from men than they are from women...................

Slightly
disagree

Slightly
disagree

Satisfaction as a Staff
Accountant

7. My superiors have more confidence in the
ability of men to perform than they do in the
ability of women ................................ ...................

Slightly
disagree

Neutral

8. Women receive a greater number of reprimands
from superiors than do their male counterparts.

Strongly
disagree

Moderately
disagree

9. Men are more aggressive than women...............

Slightly
agree

Neutral

10. Women must perform at a higher level than men
in order to be complimented by superiors..........

Slightly
agree

Moderately
disagree

11. Women have the same opportunity to reach the
partner level as do men................................

Slightly
disagree

Neutral

12. Women have the same opportunities in public
accounting today as men....................................

Slightly
disagree

Slightly
agree

TABLE 1

Opinions of Staff Accountants on
the Acceptance of Women in Public Accounting
Existing Conditions

If the profession is slow in accept
ing women or if women lack the per
sonalities required to handle public
accounting work, then women
should be experiencing less
satisfaction and have lower morale
than men. Women’s relative on-thejob satisfaction was assessed by
presenting 235 public accountants
from the largest twelve firms with the
fourteen characteristics indicative of
job satisfaction that are listed in
Table 2.3 The characteristics reflect
certain human needs that could
affect an employee’s job satisfac
tion.
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TABLE 2

Amount of Dissatisfaction as Staff Accountants
Women Evaluating Men Evaluating Women Evaluating Men Evaluating
Women (MW)
Men (WM)
Themselves (WW) Themselves (MM)

Human Need Characteristics
Need for security:

low

low

low

none

none

low

none

none

3. The feeling of worthwhile accomplishment in
the position.

moderate

moderate

low

low

4. The feeling of respect, associated with being
a certified public accountant, from those
with which I come in contact outside the
firm.

none

none

none

none

5. The feeling of respect from the fellow
employees.

none

none

none

low

6. Degree of confidence that clients of my
office have in the ability to perform as a
public accountant.

low

low

none

none

7. Degree of confidence that my fellow
employees have in the ability to perform as a
public accountant.

low

low

none

low

low

low

none

none

none

none

none

none

moderate

high

low

low

low

low

none

none
none

1. The feeling of security in the position.
Need for Respect (for one’s self and from others):

2. The feeling of pride associated with the
position.

Need for Group Belonging:

8. The feeling of belonging to the auditing (or
tax) team in the office.

9. The feeling of friendship with other members
of the office.
Need for Self-Actualizing One’s Potential:

10. The feeling of self-fulfillment.

11. The opportunity for personal growth and
development.
12. The challenge.

low

low

none

13. The opportunity for independent thought
and action.

low

low

low

low

14. The opportunity for participation in the
setting of goals.

moderate

moderate

moderate

low

15. The opportunity for advancement.

moderate

moderate

none

low

For each characteristic, the partic
ipants circled the answer to the
following three questions as it re
lates to their positions:
None
Much
How much of the
characteristic is there
now?
1234
5
2. How much should
there be?
1 2 3
4
5
3. How important is this
characteristic?
1 2 3
4
5
1.

The answers to the above three
questions were used to calculate the
degree to which a characteristic is
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being satisfied. For example, if the
numerical answer to the first ques
tion was lower than to the second
question, a general dissatisfaction
was noted. The amount of dis
satisfaction was related to the
difference in the answers between
the first two questions, weighted by
the answer provided in question
number three concerning the impor
tance of that particular charac
teristic.
The men and women participants
were separated into the following
four groups:

66 men answering the ques
tions in terms of the existence
of the characteristics for
themselves.
2. WW group: 64 women answering the
questions in terms of the ex
istence of the characteristics
for themselves.
3. MW group: 49 men answering the ques
tions in terms of the believed
existence of the charac
teristics for their female coun
terparts.
4. WM group: 56 women answering the
questions in terms of the
believed existence of the
characteristics for their male
counterparts.
1. MM group:

A summary of how fully each charac
teristic is being realized for them
selves or thought to be realized for
their sex counterparts, based on the
participants’ responses to the three
questions, is provided in Table 2.
Five assessments of the relative job
satisfaction between men and
women accountants are made by
comparing the results reported in
Table 2 among the four groups.

2. Women’s beliefs for men.
a. Comparing between the WM and WW
groups: Do women believe that men
are more or less satisfied on the job
than they are?

The male-dominated
profession may be wary of the
effectiveness of women to
perform as accountants

1. Comparing between the MM and WW
groups: How much more or less do women
derive from the job than men?

If women have not as yet been
totally accepted as staff account
ants, they should display more dis
satisfaction than men. A comparison
of the responses between the WW
and MM groups in Table 2 does not
bear this out. Women are at least as
satisfied and possibly even slightly
more satisfied in being staff ac
countants. A possible explanation
for women being more satisfied is
that to some extent they have been
an oppressed minority. An analogy
would be the immigrants that have
come to this country. The satisfac
tion may really come from the status
of the job rather than from accep
tance itself.
The characteristics representing
security, respect, and group belong
ing needs are mostly at or only
slightly below satisfactory levels for
both men and women. The only
characteristic representing these
needs over which men and women
disagree is that the feeling of pride
from being a public accountant in
that women feel more pride associ
ated with their position than do men.
The most dissatisfaction reported for
the three types of needs is a moder
ate dissatisfaction by both men and
women with their worthwhile ac
complishments as staff accountants.
The fact that most of the respondents
are either junior or senior staff mem
bers may explain the feeling of dis
satisfaction. In many cases, these
staff members are given the more
routine tasks which they might view
as minor contributions to an engage
ment. Also, many of these in
dividuals have not been out of col
lege too long and the stimulation
they may have received from college
courses may be a contrast with some
of the tasks in public accounting
during the first few years.
A comprehensive indication of an
employee’s job satisfaction is the

degree to which s/he is able to self
fulfill his/her believed potential. In
effect, the satisfaction of this desire
is the culmination of the realization
of all human needs and should be
representative of the level of enjoy
ment and enthusiasm that the
respondents have with their jobs.
Women report a moderate dis
satisfaction with their self-fulfillment
from their staff positions, whereas
men indicate a high dissatisfaction.
Some improvement in the motiva
tion of both men and women might
materialize if firms could reduce this
level of dissatisfaction. Charac
teristics eleven through fourteen
reflect broad areas in which firms
provide their employees with oppor
tunities to self-actualize their poten
tial. Both of the men and women
groups expressed dissatisfaction for
all four areas. A firm might be able to
increase the motivation of their
employees by expanding the oppor
tunities described by the charac
teristics. In light of the moderate dis
satisfaction with characteristic four
teen, the most potential improvement
in motivation should result by allow
ing staff members more opportunity
to set their own goals. Superiors
should make an effort to meet in
dividually with their staff members
and to jointly set the level of perform
ance expected for an engagement.4
In this way, staff members can set
goals in line with their believed po
tentials and be more apt to work
harder to reach them. Interestingly
enough in the study by Barcelona, et
al, the average response was dif
ferent in that respondents appeared
to be satisfied in the area of setting
their own goals. One explanation
could be that in the last few years
with added time pressures,
organizations have tended toward
more authoritarian structures.

The findings from the previous
comparison between the WW and
MW groups indicate that women
staff members are at least equally
satisfied as men in being staff ac
countants. This condition would be
unlikely unless women as a group
have gained general acceptance as
public accountants. Women may not
feel accepted, if they believe that
their male co-workers are deriving
more satisfaction from their jobs.
The women in the WM group,
believe men have slightly more job
satisfaction for half of the charac
teristics than women in the WW
group have. The satisfaction was the
same for the other half of the charac
teristics. Since women believe that
they are either as satisfied or more
dissatisfied than men for the listed
characteristic, they likely hold some
feelings of non-acceptance. But the
perceived difference in satisfaction
is slight, suggesting that women’s
feelings of being more dissatisfied
with their jobs would also be slight.
As suggested earlier in the com
parison between the MM and WW
groups, women appear to be less
dissatisfied with their feeling of selffulfilling their potentials than men.
They apparently believe the reverse
to be true, however. Women view
men as being only slightly dis
satisfied with their self-fulfillment in
contrast to the moderate dissatisfac
tion that women hold for the charac
teristic. Many women may have the
mistaken opinion that men are better
suited for public accounting work in
terms of being able to self-actualize
their potential.

The most potential
improvement should result by
allowing staff members to set
their own goals
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WEST CHESTER
STATE COLLEGE
ASSOC. FULL PROF ACCTG:
Tenure track position. Begin
Sept. '81. Doctorate in Acctg.
Complete undergraduate ac
counting program with 350 ma
jors. Emphasis on teaching ex
cellence; research en
couraged; teaching and/or
business experience desired.
Competitive salary schedule
with excellent fringe benefits.
Small college town near Phila.
Deadline Date: Nov. 30, 1980.
Send resume to: Eugene C.
Hassler, Chairperson, Depart
ment of Accounting, West
Chester State College, West
Chester, PA 19380 EOE/AAE.

SAN JOSE
STATE UNIVERSITY
is seeking candidates for faculty
positions leading to tenure, or for
temporary positions as Visiting
Professors or full-time lecturers.
Preferably, candidates for ap
pointment at the rank of Assistant
Professor should possess a doc
torate and CPA, but applicants
who are in the advanced disserta
tion stage will be considered. Can
didates for Associate Professor
must possess a doctorate, a dem
onstrated record of teaching ex
cellence and a record of publica
tions and/or professional involve
ment. We are an equal opportunity/affirmative action employer
and encourage applications from
women and members of minority
groups. Applications should in
clude a curriculum vitae, names
and addresses of three references,
transcript of grades from univer
sities attended and copies of any
research papers and/or publica
tions.
Applications should be ad
dressed to Dr. Joseph Mori, Pro
fessor and Area Chairman, Area of
Accounting and Finance. School
of Business, San Jose State
University, San Jose, CA, 95192.
Deadline for applications is
December 1, 1980.
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b. Comparing between the WM and MM
groups: How accurately do women per
ceive the extent that men are satisfied
from the job?

For seven characteristics, the
women in the WM group credit men
with slightly less dissatisfaction than
the men in the MM group feel they
have. The women accurately per
ceive men’s dissatisfaction for six
other characteristics. The largest
disparity occurs for the selffulfill
ment characteristic (No. 12). Men in
the MM groups are highly dis
satisfied with their self-fulfillment,
whereas women in the WM group
believe them to be only slightly dis
satisfied. From the general viewpoint
of women, accounting apparently is
seen to offer men far more rewarding
opportunities in self-fulfillment than
it actually does.
3. Men’s beliefs for women.
a. Comparing between the MW and WW
groups: How accurately do men per
ceive the extent that women are
satisfied from the job?

In general, men in the MW group
are unable to identify the charac
teristics with which women in the
WW group are dissatisfied. Proper
levels of satisfaction or dissatisfac
tion are attached to only four charac
teristics. Moreover, women are con
sidered no more than slightly dis
satisfied for all fourteen charac
teristics. Men’s general inability to
detect the satisfaction levels of
women probably results from the low
numbers of women still in many of
fices. Men do not have the oppor
tunity to work or socialize with
women accountants in order to learn
how satisfied they are with their jobs.
b. Comparing between the MW and MM
groups: Do men believe that women are
more or less satisfied on the job than
they are?

Men seem to consider themselves
much less satisfied on the job than
their women co-workers. The MM
group of men evidence much more
dissatisfaction with the charac
teristics in general than the dis
satisfaction levels assigned to
women co-workers by the men in the
MW group. Men believe that they
have slightly more dissatisfaction in
terms of eight characteristics and
are equally satisfied in terms of only
four others. The greatest disparity
again exists for the self-fulfillment
need. While men are highly dis
satisfied with their self-fulfillment,
they believe women to have a mere

slight dissatisfaction with the
characteristic. The only charac
teristic with which men believe they
are more satisfied is the feeling of re
spect from fellow employees (No. 5).
If men use women as a standard
for assessing the propriety of their
dissatisfaction, the relatively higher
satisfactions associated with women
might heighten any discontentment
men have with their jobs and possi
bly cause some men to view them
selves as much less suited for public
accounting work. In response, they
may be more inclined to leave public
accounting than they otherwise
would be, producing a higher
employee turnover within certain of
fices. Moreover, some men may feel
threatened by the introduction of a
new group of employees who can
derive more satisfaction from being
staff accountants and react by being
curt and uncooperative with their
fellow women employees. To abate
these possibilities, firms should
make every effort to have as many
male staff members as possible work
with their women public account
ants. The increased interaction will
give men a chance to acquaint them
selves with women’s likes and dis
likes and to ascertain that the much
higher job satisfaction associated
with women is only imagined.

Conclusion
Vacancies in offices of the larger
public accounting firms are being
filled with qualified persons without
consideration to sex, especially at
the entry level. Women as a result
are ever-increasingly becoming
commonplace on their accounting
staffs. Most smaller regional and
local firms, on the other hand, have
not yet employed or are just begin
ning to employ women accountants
in any meaningful numbers.

Increased interaction
(between male and female
accountants) will give all a
chance to better understand
that aspirations and
satisfactions are similiar

Based on the experience of the
larger firms, both men and women in
these firms consider women to be
qualified staff accountants and to
have gained acceptance as accoun
tants by both fellow employees and
clients. These views have been
formed in the relatively short period
over which women have been in
troduced in any significant numbers.
In addition, women appear to be as
well satisfied with their jobs as their
male counterparts. If women lacked
any personality qualities or had not
gained acceptance by either the pro
fession or clients, they should have
evidenced more dissatisfaction from
their jobs.
The only continuing problem
which might exist would be men’s
anxiety originating from their mis
conception that women are much
more satisfied as staff accountants
than they are. In order to insure
against the possibility that such anx
iety exists and lowers the perform
ance of an office, a firm should do
everything possible to give men
greater opportunities to be with
women accountants so that they can
correct their misbeliefs. Two ways
are suggested: Firms should organ
ize staff assignments so that all male
staff members have an opportunity to
work with their fellow women
employees and firms should en
courage men to include women in in
formal gathering on or off the job.
Based on the results of this study,
women appear to have made strides
in the accounting profession.
However, most of the respondents
querried in this study were either
junior or senior staff members. To
determine the overall success of
women in the profession would re
quire an assessment of the situation
sometime in the future — when the
women in the lower echelons have
had the requisite time to reach
partner level. This usually takes ten
to twelve years. Only then can a de
termination be made as to whether
revolutionary progress has been at
tained in the accounting profession.
Ω

2A respondent stated agreement or dis
agreement to each condition on a five-point
scale ranging from strongly disagree (1) to
strongly agree (5). The responses of all re
spondents in a group were composited into
an average point score for the condition. The
findings reported in Table 1 were determined
according to where the average point score
fell within the following ranges: Strong dis
agreement (1.00-1.70); Moderate disagree
ment (1.70-2.30); Slight disagreement
(2.30-2.80); Neutral (2.80-3.20); Slight agree
ment (3.20-3.70); Moderate agreement
(3.70-4.30); and Strong agreement (4.30-5.00).
A student’s t-test was used to examine for
statistically significant differences between
the average point scores of the men and
women groups. Statistical significance at
95% reliability was found for all conditions in
which a difference in the agreement-disagreement levels is reported in Table 1; no
statistically significant differences in the
average point scores were uncovered for the
conditions which are reported at the same
level in the Table.
3The strength of dissatisfaction that a re
spondent had with the existence of a charac
teristic reported in Table 2 was calculated by
subtracting the response to question number
two from the response to question number
one and multiplying this difference by the
response to question number three. The
resulting value was averaged with values
from other respondents in a group, and the
amount of dissatisfaction for the group was
determined according to the location of the
average value within the following ranges:
none (less than 1.00); low (1.00 to 2.00);
moderate (2.00 to 3.00); and high (3.00 and
above). Again, a student's t-test was
employed to test each characteristic for
statistically significant differences between
groups. Statistical significance at 95%
reliability was found only when two groups
differed by more than one level in Table 2. For
example, the differences in the dissatisfaction
scores for Characteristic 10 when comparing
the MM group with the other three groups
were statistically significant. However, the
other three groups (WW, MW, and WM) were
not significantly different from one another for
this characteristic to be able to draw any
strong conclusions that the three groups have
differing levels of dissatisfaction.
4This is one of the basic ideas of manage
ment by objective.

ACCOUNTANTS!

“FED UP”

with corporate politics? Join the
leader in Business counciling!
The PBS program has enjoyed tremen
dous success and profitable growth
through our nationwide family of suc
cessful affiliates. From California to
New York accountants have estab
lished their own accounting, book
keeping and tax practices, streamlined
by our own computer systems.

PBS will provide...

• Training Seminar • Computer Service
• Starter Kit • Annual Tax Guide • Mar
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FOOTNOTES
1For an earlier study of women in account
ing the reader is referred to the article by
Constance T. Barcelona, Clara C. Lelievre
and Thomas W. Lelievre in the November 1975
issue of the Journal of Accountancy. The Bar
celona, et al study analyzed only the attitudes
of women in the profession.

Robert B. Welker, D.B.A. is an Asso
ciate Professor of Accountancy at
Southern Illinois University at Car
bondale. He has published exten
sively in professional journals.
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Career-Development
Planning
An Organizational View

By Susan Butler
and Rochelle O’Hara

Career-development planning
(CDP) has been viewed traditionally
as an individual employee’s con
cern or an effort on behalf of an in
dividual employee. Such planning
identifies individual career goals
and the means for achieving those
goals. As part of a conventional
career-development planning inter
view, the employer and employee
discuss the employee’s strengths
and weaknesses and available
career options.
Although individuals are
ultimately responsible for their
career choices, organizations are
making increasing commitments to
the career-development process,
because more and more they view
their employees as valuable
resources rather than interchangea 
ble parts.

Career Progression Network
In fact, before career development
can realize its full potential at the in
dividual employee level, the
organization must define a clearlystructured career progression net
work of its own. Without this clearly
defined framework, the manager has
only a narrow and possibly inaccur
ate field of information to use in
counseling the employee.
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Once the organization’s career
goals are accurately described, the
employee can then see the oppor
tunities, direction, and perhaps
necessary retraining or new ex
perience needed to reach individual
career objectives.

Organization’s Goals
Career-development planning
begins by establishing a broad
general definition of the organiza
tion’s career goals. Such work
begins with management providing
the following kinds of information:
• What are the business plans
over the next 1,3,5 years?
• What specific goals/objectives
are to be achieved?
• What new technologies will be
used to meet the plan?
• What new management tech
niques will be implemented?
• What new skills will be required
by the employees?
• What new work procedures will
be required?
• Which departments/functions/divisions of the company
will be expanding over the next
3-5 years? Which will remain
static? Shrink?
The purpose of this definition
phase is twofold. First, it gives man

agement an opportunity to review
the organization’s plan in terms of
human resource requirements. Sec
ond, it provides an insight into the
future plans of the company, its cur
rent profile, and, through selected in
terviews, an historical perspective.
It is important to identify an
organization’s particular develop
mental stage when initiating a CDP
project. As a company matures,
different career goals evolve; the
company may try new management
styles, work approaches, or areas of
expansion. These changes affect the
career choices of individual
employees.
A relatively new company, for ex
ample, that is trying to become
known in its field and develop a
customer base is typically controlled
by self-motivated, entrepreneurial in
dividuals. The type of employee who
would flourish in this company is
someone who works well in a
loosely-structured environment;
also, the individual with strong
marketing skills might find this
organization a good career match.
That same organization several
years later will probably have
different business goals and will
search for employees with different
skills. Assuming the organization
has established itself solidly in the
marketplace, it may decide to grow
through mergers and acquisitions,
although always maintaining
centralized management. Given
these objectives, individuals with
good organization skills, team-build
ing skills, and the ability to execute a
well-integrated business plan would
do well in this phase of the com
pany’s development.
In order for an organization to
have an effective CDP program —
one that benefits both employees
and the employer — it must define its
goals and objectives as they cur
rently exist.

Organizations are making
increasing commitments to
the career-development
process

The organization must define
a clearly-structured career
progression network

Personnel Policies
Additionally, management pro
vides information about its person
nel policies and records:
• What are the retention pat
terns?
• What hiring policies exist
regarding:
— level of education?
— minorities?
• Promotion practices:
— union/ management posi
tions?
— outsiders brought in vs.
moving up through
organizational levels?
• Training:
— formal programs?
— on-the-job?
• Mobility of transferring to other
departments/subsidiaries/
divisions?
• Evaluation procedures?
By defining the current personnel
practices, one has a good idea of the
organization’s existing career
development framework and also its
systems and policies for hiring, train
ing, and promoting employees.

Skill Documentation
The next step is to work with man
agement in documenting the skills
that are going to be needed to carry
out the business plans. These skill
requirements are developed through
a series of interviews at varying per
sonnel levels throughout the
organization. Skill requirements
typically include current skills that
employees have and are using in
their work, additional skills which
would be useful, and those new or
enhanced skills that will be needed
to support the business plan over the
next several years.
Once agreement is reached that
these skills are the required ones,
management identifies the various
career movements that can exist and
what skills are needed at each posi
tion. This network is not based on
positions, organization or reporting

structure; the network is developed
by using job requirements and skill
needs as the hierarchy. This network
usually provides a series of valid
career movements that are not solely
upward within one department or
function. Instead, movement is
based on related skills, and often job
positions in different departments or
at different levels require many simi
lar skills. The types of movements
that are plausible on a career net
work include upward, lateral, rota
tional, into and out of the department
or division, and in some cases down
ward.

Management identifies the
various career movements
that can exist and what skills
are needed

Skills of Present Employees
Management must then identify
the current skill levels of the
employees. This initial assessment
outlines areas of strengths and
weaknesses, areas in which man
agement will have to provide train
ing and experience, areas for which
management may have to hire the
needed expertise, and what skills
although currently required, will not
be critical in the future.
This analysis leads to a work force
management plan that helps
develop the needed people for the
needed positions at the required
time. Management must continually
refine this plan to complement
changes that occur in the longrange business plan.

Employee Interviews
Once management has a clear
picture of the organizational needs
and the current skills of the
employees, it can engage in CDP in
terviews, with both employees and
the employer providing valuable in
put. The employee can describe
his/her career goals, and the man
ager can counsel the individual by
describing what skills and ex
periences are going to be needed in
the future; what training programs,
work assignments, and other tech
niques are going to be available to
provide this continued growth; and

The employees can evaluate
their own goals and
preferences

what career movements exist within
the organization. The manager can
also describe which skills or posi
tions will be obsolete. This informa
tion focuses the employee’s atten
tion on those areas that the company
considers important.

Employee Decision
Once management gives
employees accurate information of
where the organization is moving,
the employees can evaluate their
own goals and preferences. An
employee, after having a career
development interview, may choose
to continue his/her career
elsewhere. This is not an indication
that the CDP program has failed, for,
ultimately, it is the employee who
has final responsibility for his/her
career. But what it does indicate is
that the employee made a decision
using accurate and complete infor
mation supplied by the organization.

Conclusion
An organization cannot achieve
these results in a few days or weeks.
But it can make significant progress
toward a successful CDP program
once its employees understand the
organization and its potential for im
plementing individual careers.Ω

ROCHELLE O’HARA is a manager in
the Professional Education Division
at Arthur Andersen & Co. Since 1975
she has been working in the area of
Career Development Planning and
has consulted with Arthur Andersen
& Co. clients on defining and estab
lishing their own Career-develop 
ment programs.
SUSAN BUTLER is a partner in the
Professional Education Division at
Arthur Andersen & Co. since 1978.
She has been responsible for the
Educational Consulting Services, of
which career-development planning
is the basis. She has been a national
officer of ASWA.
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The Multinational
Corporation and
SFAS No. 8
Repeal, Retain, or Modify

By Claudia I. Price

the tax consequences and report the
significance of conversion versus
translation gains and losses, provid
ing a more accurate representation
of the actual effect of foreign ex
change fluctuations on the en
terprise.

Current Rate Method
The current rate method (1) gives a
better economic representation of a
foreign company’s current status
than the temporal method (2) cur
rently required. It is also faster,
easier, and cheaper to apply and
maintain financial statement rela
tionships. However, current rates are
not presently permitted for U.S. com
panies, and foreign currency trans
actions and financial statements
cannot be reported on the current
basis and still be compared to U.S.
companies who report a major part
of their assets on a historical basis.
Since use of the current rate method
would require a change in current
accounting measurements, its use is
not considered as a possible alterna
tive in this paper.

Exchange Gains and Losses
The expansion of international
business activities by United States
companies, the devaluation of the
dollar, floating exchange rates, and
diverse accounting methods
necessitated the establishment of
some criteria for translating foreign
currency transactions and financial
statements. The promulgation of
Statement No. 8 by the FASB initi
ated much controversy, especially
among multinationals who feel that
conformance with SFAS-8 “in
creases the volatility of their com
panies’ reported profits, confuses in
vestors, and, consequently, puts a
damper on stock prices.” [Snyder,
1977, p. 85]
Though compliance with SFAS-8
has affected the foreign exchange
risk management of multinationals,
it has standardized translation of
foreign currency transactions.
Before SFAS-8, the need for com
parability was evident when multina
tionals employed a wide variety of
methods to determine exchange
gains and losses. However, SFAS-8
has initiated another form of discrep
ancy. In order to alleviate the wide
fluctuations in earnings caused by
offsetting translation gains and
losses against income, the manage
ment of many multinationals has at
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tempted to circumvent the effects of
SFAS-8 on reported earnings. Since
these efforts are channeled towards
changing the accounting effect of
foreign holdings, the economic con
sequences are sometimes ignored.
Actual costs are sometimes incurred
to negate the effects of accounting
rules rather than economic ex
posure. If accounting standards
cause management to make deci
sions solely on the basis of more
favorable measurements, then the
purpose of accounting for that en
terprise’s activities is frustrated.
Therefore, Statement No. 8 should be
modified to require the separate dis
closure of translation gains and
losses from conversion gains and
losses. This will allow analyzation of

Usage of the current rate
ignores current accounting
standards.

The FASB bases its support of im
mediate recognition of exchange
gains and losses on reporting prop
erly the results of foreign currency
fluctuations ‘‘at the time it occurs” to
avoid impracticalities in implemen
tation that occur under the onetransaction view, and to include
translation gains and losses in net
income “in accordance with the allinclusive income statement pres
ently required.” [para. 183] Immedi
ate recognition is considered by
some to be a major source of confu
sion concerning the earnings of
multinationals. However, there has
been no evidence of any significant
effect on stock prices. In fact, Synder
points out that studies have shown
that “on average, earnings changes
produced by accounting are not as
sociated with changes in stock
prices—except when the difference
in earnings results in a difference in
taxes paid.” [1977, p. 88] This is sub
stantiated by Rodriguez ’s survey of
seventy multinationals, showing the
impact of SFAS-8. In 1976 when
Statement No. 8 became effective,
only twenty-three of the firms sur
veyed announced that the adoption
of SFAS-8 would have a material im
pact on their earnings. To ten of the
twenty-three, the material impact
represented less than five percent of

Some opponents of the Statement
assert that the earnings fluctuations
caused by the recognition of transla
tion gains and losses do not properly
Immediate recognition of
reflect economic reality. They also
translation gains and losses
contend that immediate recognition
ignores the going concern
of translation gains and losses ig
concept.
nores the going concern concept.
Since translation is necessary in
order to consolidate a foreign sub
sidiary’s financial statements, and
since exchange gains and losses
will occur under any translation
the year’s earnings. Of the seventy method, these unrealized gains and
multinationals surveyed, only one losses must be measured and re
company experienced a “depressing ported. The Board questions the
impact’’ on earnings when changing relevance of the distinction between
from historical to current rates to realized and unrealized gains and
translate foreign debt. Finding that losses. The FASB reasons that if
less than one-third of the companies conversion is the criteria for realiza
were significantly affected by tion then “all of a foreign operations
SFAS-8, Rodriguez concludes that unremitted earnings must be con
SFAS-8 “does not appear to have sidered unrealized.” [para. 187]
significantly changed the earnings
The Committee on International
reports of most U.S. multinationals.” Accounting of the AAA defines
[1977, p. 40] Alan Teck, vice presi realization as a “significant, inde
dent in charge of Chemical Bank’s pendent objective, and verifiable cri
foreign exchange advisory services, tical event.” Then, if the measure
echoes Rodriguez ’s findings, “inves ment of an asset or liability is
tors seem to take little notice: we “affected when exchange rates
have not seen any change in P/E change, then it would appear that
ratios due to foreign exchange the requirements of the realization
movements, nor any movement away postulate are satisfied when such
from companies showing big foreign exchange rates do change.” [Report
exchange losses.” [Business Week, of the Committee on International
1976, p. 40] Finally, the SFAS study Accounting, 1975, p. 73] Therefore,
conducted by Dukes [December, recognition is appropriate for
1978] confirmed that there is no sig unrealized exchange gains and
nificant effect on market prices of losses, and the only way to give an
common stocks of multinationals accurate representation of a foreign
because of compliance with State subsidiary’s current status is to im
ment No. 8. These observations sig mediately recognize the gains and
nify that the sophisticated investor losses, even though fluctuations in
understands the information re income do occur. To recognize these
ported in the translated statements, paper gains and losses “in other
and that s/he looks beyond the ran periods obscures what has occur
dom fluctuations and considers their red,” because the exchange ex
significance and ramifications in posure which some assets and
light of the disclosures in the state liabilities have, if not recognized im
ments.
mediately, “fails to contrast an eco
nomic difference’’ between the
assets and liabilities denominated in
a foreign currency and those
denominated in dollars. [para. 181]
These economic differences be
Immediate recognition is
tween foreign and domestic opera
considered by some to be a
tions must be presented in the finan
cial statements so that analysis by
major source of confusion
investors is possible. Therefore,
concerning the earnings of
Deupree’s objection to the recogni
multinationals.
tion of translation gains and losses,
because there has been “no discern
able value deterioration ” or ap
preciation [1978, p. 25] from the

The separate disclosure of
exchange and conversion
gains and losses in the
income statement gives a
more accurate measure of the
enterprise’s performance.

change in the exchange rate, has no
bearing on the need to report a sub
sidiary’s exposure. Investors and
creditors must be able to compare a
foreign subsidiary with a domestic
company, knowing that the foreign
subsidiary is susceptible to volatile
exchange rate fluctuations.
Though the realization of transla
tion gains and losses should not
determine their disclosure in finan
cial statements, exchange gains and
losses and conversion gains and
losses should be differentiated for fi
nancial statement analysis. An investor/creditor should be able to
analyze the translation gains and
losses which have been realized, as
well as those which may never affect
a company’s performance. For ex
ample, a parent and a foreign sub
sidiary which has no transactions
outside its own country (excluding
dividend payments) will remain
unaffected by the translation gains
and losses (ignoring dividend pay
ments), which must be recorded by
the parent upon consolidation, until
the foreign subsidiary is liquidated.
The separate disclosure of ex
change and conversion gains and
losses in the income statement and
in EPS gives a more accurate
measure of the enterprise’s perform
ance. Then there can be a better
analysis of the enterprise’s risk and
earnings by the users of financial
statements, and management of
multinationals is not forced into
strategies based on minimizing ac
counting exposure and fluctuating
earnings.
The Woman CPA, October, 1980/27

Costs of Implementation
Adherence to SFAS-8 will cause
multinationals with large inventories
to have an increase in recordkeep
ing costs, because records of the
production date and exchange rates
are necessary to translate inventory
at lower of cost or market. However,
an increase in recordkeeping costs

The cost which they incur
through hedging may not be
warranted.

is not a valid determinant in the es
tablishment of the translation
method for inventory or for the estab
lishment of any other accounting
standards. The translation of all in
ventories at lower of cost or market
disregards the liquidity of certain in
ventories by ignoring the effect of ex
change rate fluctuations on some in
ventories. Standardization of
translating inventories cannot
enhance comparability between
firms when inventories are not com
parable before the translation.

Disclosure
Statement No. 8’s requirement that
monetary items be translated at the
current rate and non-monetary
assets and liabilities be translated at
the rate of exchange on the day they
were acquired has caused many
United States multinationals to have
an exposed liability position. Snyder
asserts that “when a manufacturing
company records a translation gain
in any quarter, it will probably show
reduced operating income in subse
quent quarters.” This can occur
because of the company’s exposed
liability position; monetary liabilities
are usually greater than monetary
assets because inventories, a non
monetary item, are often financed by
local borrowing, a monetary liability.
Then when a foreign currency is
devalued, a translation gain is
recorded from holding monetary
liabilities, but inventories remain at
their historical cost. Snyder con
tends that in subsequent quarters,
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when these inventories are recorded
as cost of goods sold, the “subsidi
ary’s profit margin will shrink.” [p.
85] Under SFAS-8’s requirements,
sales will be translated at the current
rate, which in this case would be
lower, and cost of goods sold will be
translated at the historic rate, which
would be higher, therefore, the
operating profit of the company
would be less in the period that the
inventories are sold even though a
previous quarter had shown a
translation gain. Statement No. 8
counteracts this by allowing such
subsequent effects on the income
statement to be circumvented “if
practicable” by describing and
quantifying them. Of course, distor
tion under Statement No. 8 is possi
ble, for as Pleak acknowledges
“given the right circumstances, any
of the translation methods are able
to cause distortion of the financial
facts.” [1977, p. 13]
Another argument extended by op
ponents of SFAS-8 is the mandatory
use of the balance sheet date for the
translation date, whether or not it is a
reflection of the trend in exchange
rates. Referring to this “yo-yo effect,”
Deupree insists that the users of fi
nancial statements have “no firm
basis on which to judge the trend of
the company’s results of opera
tions.” [p. 24] However, Statement
No. 8 states that “disclosure may be
necessary” for the “estimated effect”
of an exchange rate change subse
quent to the issuance of the financial
statements. [para. 225] This stipula
tion and the disclosure of the ag
gregate exchange gain or loss ena
bles the sophisticated user of the fi
nancial statements to view the
results of the company’s operations
in its proper context.

The management of many
multinationals has attempted
to circumvent the effects of
SFAS-8 on reported earnings.

Foreign Exchange Risk
Management
Proponents of SFAS-8 assert that
many companies object to Statement
No. 8 because now management is
no longer able to manage reported
earnings. As some opponents of
SFAS-8 fear, many multinationals
who once pursued prudent econom
ic exposure policies are now at
tempting to smooth their income by
hedging, believing that the market
will react to the random fluctuations
caused by the unrealized gains and
losses shown on their income state
ments. Though as many multina
tionals realize, the cost which they
incur through hedging may not be
warranted. Some multinationals
have tried concentrating their
liabilities in weak currency countries
and cutting debt in those with strong
currencies. The results of some
multinationals’ desire to minimize
exposure has affected long-term in
vestment, pricing strategies, and ex
pansion, even though Dukes re
ported that the stock market’s
response to compliance with the
Statement is statistically insignifi
cant.
The extent of SFAS-8’s influence
on the management of multina
tionals is evidenced by the findings
of Evans, Folks, and Jilling in a
research study initiated by the FASB.
The study sought the Statement’s
economic impact on the foreign ex
change risk management practices
of American multinationals. Since
SFAS-8 became effective on January
1, 1976, risk factors have become
more influential in management’s
long-term planning:
(1)lncreased borrowing in
weaker currencies,
(2)lncreased hedging to allevi
ate accounting exposure,
(3)Accelerated dividend flows
from weak currency foreign
subsidiaries to reduce ac
counting exposure, and
(4)Curtailed foreign investments
because of exchange risk fac
tors.
The FASB maintains that “ac
counting should not give the impres
sion that rates are stable.” [para.
199] While it is true that the purpose
of accounting is not to provide a
smoothing effect of revenue and ex
pense, giving only the trend, it is also
true that the influence of accounting
measurements on financial report-
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ing should not be so great that man
agement is forced to adopt subop
timal policies to circumvent the
effects of compliance with GAAP.
Such accounting principles cannot
give an accurate measurement of an
enterprise’s performance. As evi
denced by the findings of Evans,
Folks, and Jilling, compliance with
SFAS-8 has caused the management
of many multinationals to react to
their fluctuating earnings and ac
counting exposure by trying to
negate the ramifications of ex
change risk factors in their longrange plans.

Conclusion
SFAS Statement No. 8 provides
standardization, while forcing com
panies to recognize the risks in
volved when operating on an inter
national basis. Companies cannot
report their foreign operations as if
there were only U.S. operations with
no transactions susceptible to the
risks of foreign currencies and float
ing exchange rates. SFAS-8 has
taken away the smoothing of earn
ings that occurred from using a
reserve account for exchange fluc
tuations and has made the earnings
of multinationals subject to fluctua
tions in exchange rates, better iden
tifying a company’s risk potential.
Though “over the long pull, SFAS-8
may make little difference to a firm’s
profits as positive and negative ad
justments offset each other,” [Merj
os, 1977, p. 25] compliance with
SFAS-8 has affected multinationals’
investment decisions, dividend
policies, and sources and extent of
borrowing. Insufficient disclosure
concerning realized and unrealized
translation gains and losses, has
reduced the effectiveness of finan
cial statement analysis.
Suggested solutions for rectifying
the effects of SFAS-8 include using
the current rate, recording inventory
at the current rate, deferring transla
tion gains and losses, etc. Each sug
gested solution ignores other
aspects of reporting the enterprise’s
performance. Usage of the current
rate ignores current accounting
standards, recording all inventories
at the current rate assumes all inven
tories are equally susceptible to ex
change rate fluctuations, and using
a reserve merely smooths the re
ported income, while ignoring the
significance of the translation gains
and losses in any one fiscal period.
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The FASB has reached
tentative conclusions for
amending SFAB-8.

Modification of SFAS-8 to require
the separate disclosure of exchange
and conversion gains and losses
aids evaluation and forecasting of
risk and earnings potential by the
users of financial statements. Sepa
rate presentation of unrealized
translation gains and losses in in
come and EPS will alleviate much of
management’s concern for volatile
earnings and accounting exposure,
so that exchange risk factors are no
longer a major determinant, or in
some cases a surrogate, for econom
ic factors in long-term planning.

NOTES
1. Under the current rate method all assets
and liabilities are translated at the rate of
exchange prevailing at the translation
date.
2. Under the temporal method the translation
process and rates applied are determined
by the accounting principles used in the
valuation of the assets and liabilities. For
example, assets measured at original cost
would use a historical rate, while assets
measured at replacement cost would use
a current rate.
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Editor’s Note
In a recent meeting, the FASB reached
some tentative conclusions on amending
SFAB-8. In general:
The Board believes that a current rate
method will achieve objectives.
In certain cases, it may be appropriate to
measure a foreign entity’s assets and
liabilities in U. S. dollars or some other foreign
currency.
Nonmonetary assets and related expenses
of foreign entities operating in hyper-inflation
ary economies should be restated prior to
translation.
Adjustments related to unsettled foreign
currency translations should be recognized in
income currently unless certain conditions
exist.
In most cases, adjustments should be re
ported as a separate component of
stockholder’s equity.
The FASB will issue an exposure draft on
foreign currency translation. [Arthur An
dersen & Co.]

Claudia I. Price is a staff accountant with
Ernst & Whinney in Greenville, S. C. She
received a Bachelor's degree from Bob Jones
University and a Master’s degree from
Virginia Polytechnic Institute and State
University.
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The Illinois State Lottery

Not For Profit
Lotteries
Guest Editor:
Mary F. Strecker

This paper attempts to review the
problems inherent in accounting for
a rather unusual area of not-forprofit accounting — the State Lot
tery. The accounting treatment is
brief and is not intended to be a com
prehensive treatment of the account
ing procedures. The article is in
tended to acquaint readers with an
area of “Fund Accounting” often
overlooked in rather traditional treat
ments.
Man seems to have been born with
an instinct to solve problems by
chance. Historically, chance and lot
tery are evidenced in many of our an
cient writings. Biblical texts of our
Judeo-Christian heritage give exam
ples of “casting lots.” It was in such
manner that the clothes of the cru
cified Christ were disposed of as
well as the filling of the place left
empty by the betrayal of Judas. With
the coming of immigrants to the New
World we find the settlement of
Virginia in the 1600s financed by lot
tery. The trend, in fact, in all of the
thirteen original colonies seemed
linked to chance or lottery for
fund raising purposes. In more
modern times, various states in an
effort to put a lid on taxation have
turned to lotteries to help placate
their constituents and alleviate tax
burdens.
With the increasing generation of
General Fund revenues through the
operation of state-run lotteries there
arises a need to examine this
unusual area of not-for-profit ac
counting. The accounting treatment
described below is brief and is in
tended only to acquaint readers with
an area of “Fund Accounting” often
overlooked.

Modern State Lotteries
Since the mid 1960s, more and
more states are looking to games of
chance as a means of replenishing
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their coffers. Some state legislators
have argued that the states entering
the gambling business would
squeeze out the lottery activities of
organized crime. In addition, money
would be raised and channeled to
the public good.
Following this line of reasoning
came a “rebound action.” Persons
who previously viewed gambling as
wrong, now believed it to be legally
sanctioned. Hence, organized crime
increased rather than relinquished
its hold on the numbers racket. Ex
perience has proven that the
revenues so generated are substan
tial, but the costs associated with
conducting a state-run lottery are
also substantial, exceeding by many
times the cost of collecting the tax
dollar through more traditional
channels. The administrative func
tion of collecting the tax dollar
through the usual levying pro
cedures costs about $.015 — $.05 per
tax dollar raised whereas a dollar of
lottery-raised revenues costs in the
range of $.45 — $.50 per dollar
raised. Too, experience has shown
that while initial interest in lotteries
is great, over the long term interest
diminishes and administrative costs
increase in an attempt to promote
the purchase of lottery tickets.
States which have had recent ex
perience with lotteries include: New
Hampshire, New York, New Jersey,
Connecticut, Pennsylvania,
Massachusetts, Michigan, Maryland,
Rhode Island, Maine, Ohio,
Delaware, and Illinois. Much of the
discussion that follows relates to the
Illinois experience with its state-run
lottery. Anyone passing through
O’Hare Field, the world’s busiest air
port, cannot help but encounter the
various wall placards enticing the
traveler to take part in games of
chance.

From July 1,1974, the time of its in
ception, the Illinois State Lottery
Commission has attempted to con
duct the game as a “business opera
tion in the public domain.” Forty-five
percent of total revenues received by
the Illinois State Lottery is desig
nated for prize money. Several
states, along with Illinois, have
found that something less than 50%
of “the take” is paid out in prize
money. Prizes are generally about
45% of sales, while another 10% is
used for administrative costs.
In the first year of operations (July
1,1974-June 30,1975) prize money in
Illinois was alloted to 1,322,240 per
sons with prizes ranging from a $20
one-time prize to a grand prize of
$50,000 per year for life. These
1,322,240 winners were broken down
as follows:
1,317,513 winners of $20 - $250
4,584 winners of $250 - $25,000
52 winners of $50,000
27 winners of $100,000
51 winners of $300,000
6 winners of $400,000 ($1,000 a
month for life)
6 winners of $1,000,000
1 winner of $50,000 a year for life
1,322,240

Total winners

in its first year of operation, the Il
linois lottery exceeded expectations
and generated General Fund
Revenues of $60,000,000.

Man seems to have been born
with an instinct to solve
problems by chance

Mechanics of the Lottery
In exploring the mechanics of a
state-run lottery one finds several
elements common to the various
states. There must be a determina
tion of the type of tickets (cost; prize
combinations; expiration dates; con
trol of ticket alterations, counterfeit,
and fraud) and a network of sales
outlets with sales personnel. The
State of Illinois has utilized a com
bination of several types of lottery

tickets: the regular fifty-center; the
seasonal ticket, e.g., Spring Stam
pede, the Grand Slam and the In
stant Winner. The Instant Winner has
proved attractive to persons who
may just be passing through (the
O’Hare traveler) and wouldn’t be in
terested in the regular weekly draw
ing.
In addition to the types of tickets,
the sales network and personnel,
there exists a need for a method of
accountability. Just as with most
documents requiring accountability,
a system of pre-numbered tickets is
a universal requirement. A central

Costs associated with con
ducting a state-run lottery are
substantial

distribution office must record the
numbers sent to the various smaller
outlets. A system is needed whereby
members of the distribution network
must account for all tickets placed in
their jurisdiction. This must take
place at a time just prior to the draw
ing; tickets are accounted for either
as sold or returned intact.
Generally a bank is the center of
the distribution network. From there
the lottery tickets go to such varied
agents as drugstores, grocery
stores, gas service stations,
restaurants, lounges, liquor stores,
and bars. These agents must pay a
license fee to be a state lottery dis
tributor. In turn, these network en
tities generally receive a commis
sion on the tickets that they sell.

Accounting for “Sales”
When all ticket distribution is
properly accounted for; both sold
and unsold tickets, a basic sales en
try is made. In summary form, this
entry is:
Cash—State Lottery Fund
Lottery Commissions
Lottery Sales

Dr.
xxxx
xxxx

Cr.

unclaimed. Generally a prize of over
$50 must be claimed at a given
center. When a prize exceeds
$10,000 it generally is not paid in a
lump sum but rather over the span of
a year. A “Prize Journal” is main
tained by the State of Illinois and in
the case of larger prizes ($10,000 or
over) the total winnings are given
recognition. Monthly reductions to
the accounts are made as the prizes
are distributed to the winners.
In the State of Illinois, lottery
monies are General Fund revenues
which are allocated in approx
imately the following pattern:
Education
Public Health & Social Services
Public Aid
Natural Resources, Environment,
and Transportation
Other

34%
26%
23%
6%
11 %
100%

Conclusion
While this was not intended as an
in-depth study, we can abstract
some inherent problems in the ac
countability of state-run lotteries as
follows: (1) In recent years there has
been a growing trend for more states
to evaluate them as a means for in
creasing revenues. (2) There is a
strong temptation on the part of non
lottery states that border a lottery
state to give it a try because legisla
tors see monies drifting across state
lines and feel these could be put to
use in their own domain. (3) State lot
teries do not lessen organized
crime’s “numbers racket” within
state boundaries and they may, in
fact, increase the involvement. (4)
Most states that have participated in
lotteries for revenue purposes have
found that the revenues obtained are
substantial. (5) Costs to raise a dol
lar of tax by lottery far exceed the
cost to raise the same dollar by tax
levy because the state must set up a
well-defined and controlled distribu
tion network as well as controlled
claim centers.
This paper does not attempt to
explore the ethic or moral principles
involved in lotteries, but only to view
the facts which may be summarized
from the foregoing.Ω

xxxx

So one has a winning ticket? How
does she claim her prize? If a ticket
is a winner for $50 or less, most
states permit the ticket-selling agent
to award the prize. About five per
cent of the total lottery winnings go

Mary F. Strecker, Ph.D, is an Associ
ate Professor of Accounting at
Kansas State University. She has
previously published in professional
journals.

The Educational
Foundation of AWSCPAASWA
The Woman CPA is a joint en
deavor of the two societies as is the
Foundation. We should like to share
with you, the readers, an exciting
and new concept for honoring pro
fessionally your peers, friends and
family.
Accolades are due Connie Bar
celona, previous editor of our
prestigious journal. She has given us
a title and purpose for funds con
tributed in memory of Sally Self. Here
is her explanation of the Laurels
Fund:
Not until the latter half of the twen
tieth century have women of dis
tinction
been
tacitly
acknowledged, especially within
the accounting profession. Emi
nent among these was the late
Sally J. Self, CPA, a member of
American Society of Women Ac
countants and a former national
president of American Woman’s
Society of Certified Public Ac
countants.
In recognition of her contributions
to both the stature of women and
the field of accounting, her many
friends have established a fund to
be called Laurels Fund as sym
bolic of her lifetime of outstanding
achievement. The laurel has roots
in the fables of Greek mythology
when it became the sign of
achievement with its twined leaves
circling the brow of one gifted in
arts, athletic competition and
ultimately the Roman emperor.
It is the trustees’ intention to retain
intact the principal of the Laurels
Fund as a separate fund within the
Educational Foundation of
AWSCPA-ASWA. Income flowing
from the fund will be used to
further the education of selected
women accounting students who
show promise of significant
achievement in the profession.

It is hoped that the Laurels Fund
will be kept ever green by gifts as
a tribute in life or a memorial in
death.
Connie with her “gift” of expres
sion has echoed all our thoughts and
ideas.
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